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IV 
One niyfa a man Aad a dneam. 7¥e dneamed fa 
was watfany atony tfa AeacA witA tfa Aond. 
denote tfa t&y falatfad tcenet fanom fat tifae. 
?on eacA tcene, fa noticed two tett ofa faootfcnintt 
tfa tand; one Aelonyiny to fane, and tfa otfan to tfa Aond. 
TVfan tfa tact tcene ofa fat tifae falatfad fafaone 
fam, fa toofad (Lack at tfa faootfinintt in tfa 
tand. 7¥e noticed tfait many timet atony tfa fiatA ofa 
fat tifae tfane (oat only one tet ofa faootfinintt. 
also noticed tAat it Aafefeeued at tfa veny lowest 
and taddett timet in fat tifae. 
*7 fat neatly AotAened fam and fa questioned tfa 
Aond a&out it. “ Aond. tyou taid tfait once 7 decided 
to faotlow you, you d watA witA me all tfa way. 
Gut 7 Aaoe noticed tfait duniny tfa most tnouAletome 
timet in my tifae, tfane it only one tet ofa 
faootpnintt. 7 don t understand wAy tofan 7 needed 
you most you would leave me. 
*7fa Aond nefitied, “ 7Hy fineciout, fmeciout cfatd, 7 
Cove you and 7 would neoen leave you. *D«niny youn 
timet ofa tnial and tufafaeniny, wAen you tee only one 
tet ofa faootfinintt, it coat tfan tfait 7 cannied you. 
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ABSTRACT 
COMBATING RACISM TOWARD AND AMONG AFRICAN 
AMERICAN FEMALES IN PUBLIC EDUCATION 
ADMINISTRATION THROUGH THE USE OF NETWORKING 
MAY 1997 
DORETHA PRESSEY, B.S., VOORHEES COLLEGE 
M.A., AMERICAN INTERNATIONAL COLLEGE 
Ed.D., UNIVERSITY OF MASSACHUSETTS AMHERST 
Directed by: Professor Patricia G. Anthony 
The need for professional equality in this country has been long 
recognized by many historical and influential public officials. Over the 
decades much blood has been shed and tremendous resources have been 
utilized to ascertain equality for all American citizens in the workplace. 
Agencies have been established and laws have been passed (such as The 
Civil Rights Act; Affirmative Action; and others) to cement this principle 
into our way of life. 
An often quoted and written Equal Employment Opportunity statement, 
such as the following: 
“It is the policy of I whatever company or institution! not to discriminate 
against any employee or applicant for employment because of race, color, 
religion, sex, national origin, handicap, or political affiliation. The 
(whatever company or institution! shall take affirmative action to insure that 
applicants are employed and that employees are treated fairly during 
employment without regard to race, color, religion, sex, national origin, or 
handicap. Such action shall include, but not be limited to, the following: 
XI 
recruiting, employment, training, assignment, transfer, career development, 
and promotion of minorities, women, and handicapped will be addressed at 
all levels of employment...” (Springfield Public Schools Affirmative Action 
Plan, 5/22/87), 
contributes to the perception that there is equal access and opportunity in 
the professional world. Consequently, it is perceived that women settle in 
beside their male counterparts at the top. However, this perception has 
never been converted to reality in a noticeable way. 
The imbalance between women and men is certainly a problem in and of 
itself, but the focus of this dissertation is on the imbalance of African 
American women in public school administration. This imbalance exists in 
all community types. If we, African American females, do not rise to the 
occasion and unite our forces to aggressively combat this inequality, we 
will become “endangered species” in public school administration. 
This study evaluates in depth the statistical imbalances of African 
American females in public school administration. Through in depth 
interviews, the experiences of influetiantial African American females in 
education and other professions are analyzed to more fully understand the 
problem and how these prominent individuals dealt with it. The final goal 
of this study is to develop an innovative “Network” which focuses on 
making it easier for young African American females in middle and high 
school who have a desire to work public education. 
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CHAPTER 1 
INTRODUCTION 
Personal Excerpts 
The major motivation for this dissertation topic as the final segment 
for my doctoral studies is linked to my childhood experiences in public 
school. This introduction describes in some detail those experiences that 
served as a catalyst for this dissertation. 
I was bom and reared in a small town in South Carolina which had a 
population of 5,000. There were three public schools in this town: 
elementary, junior high, and senior high. The demographics of the school 
system were 78% African American, 20% White, and 2% Asian and others. 
My first encounter with an African American female outside my 
family was very negative. My mother had to work outside the home and as 
a result, she needed to acquire the services of a neighbor to baby-sit my 
siblings and me. After the first week or so, this neighbor told my mother 
that she really wanted to assist her, but that she would have to put me in 
school because I was disruptive to the other children. She indicated that my 
stubborn attitude was intolerable. Due to the fact that my mother was well 
known in the small town and had a good relationship with the school 
l 
officials, she was able to get me in school after one trip “up town” to the 
district office. 
I do not know what my mom said to the superintendent, but on the 
following Monday morning I found myself boarding the school bus with 
my older sister. As a four year old, I was extremely nervous and angry with 
my mom for punishing me in this manner. Upon arrival at school I was 
escorted to my classroom and to my surprise an African American female 
met me at the door. The first remark that she made to me was, “I want you 
to know that I do not tolerate any nonsense and you will learn the pledge of 
allegiance along with the morning song. You will stand before the class 
daily and lead the class.” I could not understand why this lady appeared 
hostile toward me. I vividly recall every morning standing before the class, 
leading the pledge along with the song. I also remember crying everyday. 
The only positive thing about this experience was that my older sister was 
at the same school and we were able to spend some time together during 
lunch. 
I did not find the role model or the caring, kind, and sensitive person 
that I expected from a first grade teacher. Those days were akin to being in 
bondage and waiting to be set free. Academically, I was an average 
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student, but I was very withdrawn because of the teacher and having to 
begin school at such an early age. I did not have anyone to take me by the 
hand and help me through this struggle. My first grade year was very 
atypical and was characterized by tremendous pain and suffering. 
My second grade year was not much better than the first; the major 
difference was that I was not forced to go. As a result of the first grade 
experience, it was extremely difficult for me to develop a good relationship 
with the second grade teacher. One incident vivid in my mind about 
second grade was the fact that the teacher asked all of us to bring articles to 
class about current events, and she would select students to stand in front of 
the class and talk about their articles. She told me that each week I would 
be selected whereas the other students would be randomly selected. I 
exhibited my “perceived” stubborn behavior and did not bring articles in 
each week. This African American female teacher constantly picked on me 
in all of the other classes such as math, science, reading and so on. I often 
asked myself what I had done to deserve the type of treatment that I 
received in her class. Toward the end of the school year during a 
conference, the teacher told my mother that I was extremely stubborn and 
allowing me to remain in second grade for an additional year would be 
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beneficial for me. The shocking thing was that my mother agreed with the 
teacher and I repeated second grade. 
The next school year I had a young African American female teacher 
who appeared to be caring and sensitive to the needs of the students. 
During this school year I was very withdrawn and hesitated getting close to 
the teacher. It was very uncomfortable repeating the second grade 
especially in a small town in which everybody knew everybody. 
As time progressed, I found myself becoming more comfortable in 
the class. In fact, I can remember not being demanded to go to the board, 
but actually volunteering. This African American female teacher acted like 
someone who cared. Whenever I received a C on my paper, she would 
encourage me by saying, “The next time I am sure you will make an A or 
B.” There was warmth in the words and it motivated me to do better on the 
next assignment. This was such a difference in comparison to my first two 
years of school that I wanted to have the same teacher for third grade. Prior 
to this year in school, I had already decided that there were no African 
American females outside of my family who cared; instead they were there 
to give me a hard time. My mother always told us to respect the teachers, 
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but it was difficult for me because it did not appear that the teachers were 
respecting me. 
Arriving at my third grade class, I was ecstatic when I discovered 
that my dream had come true. I had the same teacher from second grade. 
The year started out really well, and I found myself coming out of my shell 
more and more as a result of the frequent motivations and encouragement I 
received from her. Third grade was a great year both socially and 
academically. 
My fifth grade year was filled with different experiences due to the 
fact that I had an African American male teacher. He was caring and fair to 
all of his students. He often encouraged us and gave us pep talks to cause 
us to do better. One of the most memorable events of this year was when I 
almost fought with another African American female student. This 
particular day, I wore a pair of overalls (a jumper) and a pair of boots (often 
referred to as combat boots by the students). The girl looked at me, called 
me ugly, and said that I looked like a boy in that outfit. Shortly before the 
fight began, the teacher came between us and said, “Beauty is in the eyes of 
the beholder; furthermore, both of you are African American females, and 
African American females are among the most beautiful women in the 
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world.” This statement had a positive effect on both of us and we became 
best friends that year. 
Junior High marked another pivotal point in my life. This was my 
first encounter with White teachers. I immediately put up my defense 
mechanisms and began to go back into my shell. I knew that if I was hurt 
by some of the treatment received from some of the African American 
Female teachers, then I would surely be adversely affected by these teachers 
of another race. I was the type of student who did not tolerate much and 
can explicitly remember an incident where I was accused of doing 
something I did not do. Someone had set off the fire alarms, which caused 
significant panic all over the school, and a teacher was injured and had to 
get medical attention. This particular teacher blamed me and said that I 
could gather a group together and manipulate them into doing things like 
this. She did not have any evidence; her accusation was based on how she 
perceived me as an individual. My mother took time off work and came to 
meet with the principal that day. He told her that I would have to be 
expelled. After my mother had a lengthy conversation with the principal, 
she went to the superintendent’s office. The superintendent said that he 
could not overrule the principal’s decision and that if she wanted it to be 
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reconsidered, she would have to appeal to the School Board. I could not 
believe that all of this was going on for something of which I was totally 
innocent. 
During the School Board meeting the teacher had two White teachers 
to testify against me. I guess one of the most difficult things about this was 
the fact that this teacher was an African American female. I am certain she 
was under the impression that due to the fact the superintendent was White 
and so was 90% of the School Board, she would win the case. My mother 
was not a college graduate, but when she completed the session with the 
Board they were “singing a different tune.” I was not expelled from school 
and the teacher was extremely bitter. In fact, another teacher told my mom 
that she overheard this African American teacher telling someone in the 
teacher’s lounge that if I were going to be in the system the following year, 
she was going to leave. 
The following year, in eighth grade, I had another pivotal 
experience. The White principal, of whom I had become fond because he 
took the time to encourage me, died. He was replaced by an African 
American female who was extremely articulate, poised, professional, and 
well-groomed. This sister had it together. The first time she came into our 
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class and introduced herself, I immediately knew that one day I wanted to 
be like her. She was a role model and her very presence seemingly 
demanded attention. She was a strict disciplinarian (in fact she had no 
problem paddling students, and this was, of course, legal during that period) 
and she always encouraged us by repeatedly saying none of us was a 
failure. 
I had finally found an African American female whom I felt was 
representative of our heritage. She was there for the students and it did not 
matter if they were from a middle class family or a poverty stricken family; 
she was fair and just to all students. During the entire year I continued 
saying I wanted to be like her. One day I was experiencing some 
difficulties in school and she saw me crying and called me to her office. 
She began asking me what was wrong, but I could not give her an answer. 
She was very persistent and began to talk to me. “Doretha,” she said, “you 
are a leader; I see leadership qualities in you. Do not allow these small 
circumstances that you have experienced to deter you.” She then closed her 
door and insisted that I talk to her. During the conversation she said, “I am 
Black and so are you; I am a female and so are you. We have many things 
in common. Age and status should not be a major barrier between us. I am 
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a principal now, but my parents struggled for whatever we have. I have not 
always lived this type of life, but that is why I am working so hard to 
express my appreciation to God and my parents; additionally, I want to 
inspire other young people like you to continue hanging in there. You will 
arrive one day but it will not be easy. Some of your own people will cause 
problems for you, but that is all in making you a better person and leader.” 
She made it clear that the hurt and problematic situations that were caused 
by her own people were perhaps the worst dilemmas during her career. 
While on the bus that afternoon, I reflected back on what she said to 
me, but due to only being in eighth grade I did not completely comprehend 
the entire message. However, as time went on and I finished high school 
and went to college, her message became clearer, and even today, I am 
challenged by those words and can hear them echoing through the corridors 
of time when I reach my lowest points. 
My final year in high school was 11th grade because I went to 
summer school so that I could graduate with my class. Eleventh grade was 
memorable. The first challenge of that year was my math class. I was not a 
good student in math; I was just an average student. The teacher called me 
up to her desk after class one day and told me I was not doing well in the 
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class and at the rate I was going I would probably fail. This African 
American female did not reach out to me by offering additional assistance. 
I was extremely disturbed and without discussing it with my mother, I went 
to the counselor’s office to sign out of the class. 
My husband and I started dating during the 11th grade. He was one 
of the smartest young men in our high school. All of the teachers adored 
him and felt that he would be successful. One day several of the African 
American female teachers came to me and told me that I should break up 
with him because they did not think we were compatible. They felt that I 
would bring him down since I did not maintain an A average. This 
particular math teacher said, “He should have someone who....” I did not 
allow her to finish the sentence. I said, “ Makes all A’s or is a member of 
the Honor Society?” I was livid and demonstrated this in a respectful way. 
I can remember saying to them, “One day I will be something and I hope 
that all of you are around to witness it.” This was a blow to my self¬ 
esteem, but the words of my Junior High principal sustained me to assist me 
through that difficult period. 
During the middle of that year I had to go to the counselor’s office to 
prepare for what I was going to do after high school. The counselor met 
10 
with me and told me that I should consider attending a technical school 
because of my grades. She did not feel that I was college material. This 
African American female was not supportive or sensitive, and if I had taken 
her advice I do not believe that I would have achieved the things that I have. 
After graduation, my mother wanted to know my plans. As I 
pondered, I remembered what the counselor said to me and immediately felt 
that I could not make it in college, so I decided on the military. However, 
my mother would not hear of this, and needless to say this idea was quickly 
vanished. I then decided to enroll in a small local community college. 
During the first semester I experienced academic difficulties due to the pre¬ 
conceived fear I had built up as a result of what this counselor had said to 
me. However, I found strength and encouragement from within to do 
better. 
It is obvious that my elementary/high school years are filled with 
examples of adverse experiences due to my encounters with African 
American females. Damage can be done early and cause children not to 
reach for the sky. My childhood experiences served as a catalyst for this 
piece of work because I want to help young African American females 
avoid experiencing some of the difficulties I experienced. 
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Statement of the Problem 
It has become evident that there is a dire need to address the increasing 
problem of racism toward and among African Americans that is prevalent 
within the public school environment. One of the most difficult problems of 
combating racism is correctly defining it so that it can be identified and 
properly dealt with. The definition of racism varies: 
1. The belief that there are well-defined and distinctive races among human 
beings. 
2. The belief that racial mixing lowers biological quality. 
3. The belief in the mental and physical superiority of some races over 
others. 
4. The belief that racial groups have distinct racial cultures to the extent that 
some races are naturally prone to criminality, sexual looseness, or 
dishonest business practices. 
5. The belief that certain races have temperamental dispositions which is a 
form of stereotyping. 
6. The belief that the superior races should rule and dominate inferior races. 
(Manning & Baruth, p. 122, 1995). 
Racism is similar to cancer; it spreads and gets increasingly worse over time if 
nothing is done to combat it. 
The state of the economy has a direct relationship with the severity of 
racial tensions in an environment—the better the economy, the less racial 
problems; the worse the economy, the more racial problems. Many Americans 
still think in a vast expanse of White rather than the multiplicity of colors 
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representative of the real United States. Since education has responsibility for 
preparing youth to compete in a global economy, educators must develop 
programs and innovative curriculums to expose students to more than the 
"White" culture. Although the problem of racism in the public school is not just 
White vs. Black, covering the entire spectrum of races and nationalities that 
might be encountered in an educational environment, the emphasis of this 
dissertation will address the problem(s) of racism toward and among African 
Americans in public education administration (Manning & Baruth, 1995). 
It is very difficult to address today’s issues of racism in public education 
without examining the most memorable times in public education: education 
during the Civil Rights Movement. This phase of history is relevant to this 
dissertation due to the following: 
• It clearly displayed the struggle of African Americans to achieve equality in 
one of the most vital aspects of life, public education. 
• The struggle clearly depicted African Americans wholistically working 
together for one common goal. 
The positive results that emanated from this ERA of struggle should serve to 
motivate us to work together in a unified fashion to acquire equality in other areas. 
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Finally, the core of the dissertation looks in depth at the plight of African 
American women in general, and then moves to the issue of the imbalance in 
public educational administration. Statistically, I have illustrated that the 
administrative positions in public education administration are by far, in almost 
every community type, dominated by White females. This is even true in areas 
where the population of African Americans and other minorities are in some cases 
greater than or close to that of Whites. These facts alone disturb me because of my 
aspirations in this field and the struggle I have encountered attempting to rise to 
the top. It is clear to me that one of the only ways for us to overcome this problem 
is through networking. 
This imbalance is further exasperated by the fact that once women--African 
American or White- attain a position, they are unlikely to assist other females in 
attaining similar success. “We (African American women) have met the enemy 
and it is us.” 
Purpose of the Study 
The purpose of this study is summarized by the following: 
• To ascertain concrete facts which will give credence to the theory that African 
American females do not matriculate through the echelons of public education 
administration as easily as their White counterparts. Therefore, there is a 
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significant imbalance between the number of African American female 
administrators and their White counterparts. 
• To confirm, through personal interviews with powerful African American 
females, that networking is a must for our success in climbing the career 
ladder. 
• To acquire ideas and innovative approaches to establishing an effective 
networking program that begins with middle and high school African American 
females. 
Finally, through this study the following major questions are answered: 
• Is networking an effective method for improving the career plight of African 
American females in Public Education Administration? 
• Is the predominant tendency of African American females who have “arrived” 
in administration to help pull others up or to maintain a selfish attitude and not 
help those that are struggling? 
• Have networking programs for African American females in Public Education 
Administration previously been established? 
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Definition of Terms 
Racism couples the false assumption that race determines psychological and 
cultural traits. This then leads to the belief that one race is superior to 
another. The results of a survey of ninth grade students revealed two 
additional definitions that define racism more succinctly: 
• “When you hate a person because of the color of their skin.” 
• "When one is judged by race or color." 
Large central city: central city of standard metropolitan statistical area 
(SMSA) with population greater than or equal to 400,000 or a population 
density greater than or equal to 6,000 persons per square mile. 
Mid-size central city: central city of SMSA but not designated large 
central city. 
Urban fringe of large city: place within an SMSA of large central city and 
defined as urban by US Bureau of Census. 
Urban fringe of mid-size city: place within an SMSA of Mid-size central 
city and defined as urban by US Bureau of Census. 
Large town: place not within an SMSA, but with population greater than or 
equal to 25,000 and defined as urban by US Bureau of Census. 
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Small town: place not within an SMS A with population less than 25,000 
and defined as urban by US Bureau of Census. 
Rural: a place with population less than 2,500 and defined as rural by US 
Bureau of Census. 
Networking: The act of individuals coming together with common 
psychological, economical, and political interests for the purpose of combining 
their resources (eg: money, education, talent, position, etc.) for the betterment of 
the individuals and the organization. 
“The Old Boy Network”: an unwritten methodology, practice, or tradition 
used by those in control to manipulate the selection processes for important 
positions, roles or undertakings, which selectively removes people not of the 
same race and gender who do not hold the same or very similar ideals, values, 
beliefs, and characteristics, both personally and professionally. 
Significance of the Study 
Implementation of a successful networking program to assist, qualified 
dedicated, and concerned African American females in their pursuit of public 
education administrative positions can have a far-reaching effect on students 
and educators throughout the country. Our educational system is starving for 
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innovation, creativity, and energy to help pave the way into the twenty-first 
century. I am convinced that there are many African American females ready, 
willing, and able to accept the challenge to make a difference if they are given 
the opportunity. This study and the implementation of a “networking” program 
helps provide the opportunity to many, both now and in the future. 
Furthermore, this study makes many cognizant of the reality that racism 
still exists and is a culprit that is impeding the success of many children and 
adults in our society. Finally, it serves as a wake-up call to many African 
American females who have “arrived” and reminds them of their duty and 
responsibility to help others. This responsibility is more adequately 
summarized in the recorded words of Jesus, “To whom much is given, much is 
required”. 
Limitation of the Study 
One of the most important information gathering processes of this study has 
been through interviewing African American females in public education 
administration and other prominent professions. The results relative to how 
African American females have climbed the ladder of success primarily come 
from self-reported data of involved participants. Unfortunately, it is impossible to 
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interview a large mass of individuals, which may lead to missing some extremely 
important information. 
A major limitation of the study is the absence of the sharing of important 
information from females of other races that may be having a similar dilemma. 
More importantly, my study points out the fact that there is an imbalance between 
male administrators and female administrators. Unfortunately, the scope of this 
dissertation cannot incorporate fully the male vs. female issues in public education 
administration independent of race. 
Outline of Dissertation Chapters 
The dissertation is divided into the following chapters: 
Chapter 1: The Problem and Purpose 
Chapter 2: Review of the Literature 
Chapter 3: Design and Procedure 
Chapter 4: Results and Discussion 
Chapter 5: Conclusions and Proposed Networking Program 
• Bibliography 
• Appendices 
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CHAPTER 2 
REVIEW OF THE LITERATURE 
The African American Educational Struggle (Education During the Civil 
Rights Movement) 
The struggle of African Americans to acquire America’s most 
essential prize—freedom— began as early as the seventeenth century. Slaves 
in Virginia and Quakers in Pennsylvania were among the many Americans 
who protested the barbarity of slavery. Nat Turner, Sojourner Truth, 
Frederick Douglass, and Harriet Tubman are but a few noted Blacks who 
led the resistance to slavery before the Civil War (Whelms, 1987). 
Through the relentless efforts and sacrifices of these and others like them, 
Blacks residing in the North and South were able to maintain a sense of 
hope for eventual freedom and equality. 
This tremendous struggle for freedom and equality was depicted in 
many social issues: education, employment, women’s issues, special 
groups, housing, Civil Rights Enforcement, indigenous groups, prisons, 
police/community relations, economic issues, voting/political participation, 
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information/communications, migrants, health and safety, and 
undocumented aliens. Although all of the previously referenced issues 
were of utmost importance during the civil rights movement, the struggle 
for public educational equality was believed by many to be the most 
important issue of this era (Williams, 1987). 
The separate-but-equal doctrine, which was upheld by the Supreme 
Court in the Plessv v. Ferguson case of 1896, legalized segregation in 
America. On June 7, 1892, Homer Adolph Plessy, the plaintiff, an 
exceedingly light-skinned Black man, boarded a train from New Orleans to 
Covington, Louisiana and sat in the Whites only car. Plessy was asked by 
the conductor to move to the car for colored passengers; he refused to 
move and was arrested. Plessy sued the railroad, arguing that segregation 
was illegal under the Fourteenth Amendment, which had been ratified in 
1868 to provide equal protection for the newly freed slaves (Williams, 
1987). 
Plessy’s case was heard by Judge John H. Fergusen of the Criminal 
District Court for the Parish of New Orleans. Judge Ferguson ruled against 
Plessy’s argument that the segregation law was a violation of the Fourteenth 
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Amendment and therefore void. Ferguson’s ruling was appealed to the 
Louisiana Supreme Court and then to the United States Supreme Court. 
The Supreme Court handed down its opinion in 1896. The writing 
of the opinion was assigned to Justice Henry Billings Brown, a former 
United States Marshal, United States Attorney, and a United States District 
Judge for eastern Michigan. Six of Brown’s fellow justices joined in the 
remarkable opinion. A seventh Justice, David Brewer, did not participate in 
the opinion. One justice, John Marshall Harlan, dissented from the Court’s 
majority. 
The cornerstone of the case was whether or not Plessy had been 
denied his privileges, immunities, and equal protection of the law under the 
Fourteenth Amendment. According to Justice Brown, it was not at all clear 
just what rights of freed slaves were covered by the Fourteenth 
Amendment. Since the Court had never defined the rights before, Justice 
Brown interpreted them in the following manner: 
The object of the amendment was undoubtedly to enforce the 
absolute equality of the two races before the law, but in the nature of 
things it could not have been intended to abolish distinctions based 
upon color or to enforce social, as distinguished from political 
equality, or a commingling of the two races upon terms 
unsatisfactory to either. Laws permitting, or even requiring, [racial] 
separation in places where [the races] are liable to be brought into 
contact do not necessarily imply the inferiority of either race to the 
other, and have been generally if not universally, recognized as, 
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within the competency of the state legislature in the exercise of their 
police power... (Kluger, p. 74,1976). 
After Brown explained the intent of The Fourteenth Amendment, he began 
to document his argument: 
...The most common instance of this [state sanctioned separation of 
the races] is connected with the establishment of separate schools for 
White and colored children, which has been held to be a valid 
exercise of the legislative power even by courts of states where the 
political rights of the colored race have been longest and most 
earnestly enforced. One of the earliest of these cases is that of 
Roberts v. City of Boston (Kluger, p. 75, 1976). 
The Roberts case involved a five-year-old, Sarah Roberts who would 
leave home and walk past five elementary schools for White children only 
on her way to the Smith Grammar School, which was maintained by the 
city as a public school for Negroes. After several failed attempts by Sarah’s 
father to get her enrolled in one of the White schools, he turned to the 
courts. He selected a well-known abolitionist attorney, Charles Sumner, 
acknowledged for his astuteness, to represent him. Sumner argued the case 
before a court headed by a highly regarded state jurist —Chief Justice 
Lemuel Shaw. 
Sumner, using passages from the Massachusetts Constitution that 
courts of a later era were to liken to the equal-protection clause of the 
23 
Fourteenth Amendment, argued profoundly. In his final argument Sumner 
declared: 
“...A segregated school could not be considered as the 
equivalent of the White schools because of the inconvenience 
and the stigma of caste that mandatory attendance of it 
imposed on the Negro child. A public school was just that a 
place for the benefit of all classes meeting together on equal 
terms. Segregation, moreover, injured the White pupils as 
well: their hearts while yet tender with childhood are 
necessarily hardened by this conduct and their subsequent 
lives, perhaps, learn enduring testimony to this legalized 
uncharitableness” (Kluger, p. 77, 1976). 
Although Sumner was very eloquent, Judge Shaw was not 
persuaded. His decision was cited as a precedent by a dozen state courts 
and by the US Supreme Court on at least three occasions by way of 
justifying state-approved segregation of the races (Kluger, 1976). 
In the Plessv decision, Justice Brown prominently cited the Robert 
decision and used it as precedent. (Williams, 1987). After a lengthy 
discourse to support his decision, Justice Brown struck perhaps the most 
remarkable note of all: 
“We consider the underlying fallacy of the plaintiffs 
argument to consist in the assumption that the enforced 
separation of the two races stamps the colored raced with a 
badge of inferiority. If this be so, it is not by reason of 
anything found in the act, but solely because the colored race 
chooses to put that construction upon it” (Kluger, p. 80, 
1976). 
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Many have assessed the Plessv opinion but, of all the words written none 
have been more withering than those offered sixty-four years after the 
decision by Yale Law Professor, Charles L. Black, Jr., who among other 
points cited the two aforementioned sentences in a footnote and added: 
“The curves of callousness and stupidity intersect at their respective 
maxima” (Kluger, p. 80, 1976). 
Justice John Marshall Harlan openly dissented from the Court’s 
decision. He termed the arbitrary separation of the races “ a badge of 
servitude wholly inconsistent” with civil freedom and the principle of 
equality before the law. He further charged Justice Brown’s opinion with 
inappropriate references to state cases, noting: 
Some and the most important of them are wholly inapplicable, 
because they were rendered prior to the adoption of the last 
amendments of the constitution, when colored people had very few 
rights which the dominant race felt obliged to respect. Others were 
made at a time when public opinion was dominated by the institution 
of slavery; when it would not have been safe to do justice to the 
Black man...Those decision cannot be guides in an era introduced by 
the recent amendments of the supreme law (Kluger, p. 82, 1976). 
Finally, Harlan saw that the Plessv decision would be used to justify a 
plague of discriminatory legislation through out the nation. He expressed it 
as follows: 
“If laws of like character should be enacted in the several states of 
the Union, the effect would be in the highest degree mischievous. 
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Slavery as an institution tolerated by law would, it is true, have 
disappeared from our country but there would remain a power in the 
States by sinister legislation, to interfere with the full enjoyment of 
the blessings of liberty; to regulate civil rights, common to all 
citizens, upon the basis of race; and to place in a condition of legal 
inferiority a large body of American citizens... (Kluger, pp. 82-83, 
1976). 
Although Plessy’s defense presented a strong argument, the Supreme 
Court ruled against him, arguing that “separate-but-equal” was all that was 
required of the railroad under the Civil Rights Act of 1875. This decision 
penetrated through all public facilities and developed a standard of life 
throughout the South, especially in which Blacks were given separate 
facilities from Whites. As a result of the separate-but-equal doctrine, legal 
validity was given to a system of segregation called “Jim Crow”, which 
represented the day-to-day segregation of Blacks from Whites. Cities, 
towns, and states passed laws and established statutes that required the 
separation of Blacks and Whites in almost every realm of life: schools, 
housing, jobs, public accommodations, cemeteries, hospitals, and labor 
unions, just to name a few (Arrington, 1981). 
Throughout the next three decades, Blacks expended a tremendous 
amount of energy, time, and resources to destroy the landmark decision 
which upheld the “separate-but-equal” clause. 
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The Margold Report and statements similar to the dissenting remarks of 
Justice Harlan aided the NAACP with developing a strategy to challenge 
the constitutionality of the decision. The employment of this strategy was 
put on hold due to the financial adversities of the Great Depression 
(Williams, 1987). 
The early years of the twentieth century were filled with many 
activities and events that led to one of the climaxing events of the civil 
rights movement on May 17, 1954—the rendering of the Supreme Court’s 
decision in the Brown v. Board of Education. Education was at the heart of 
these events. During the 1930’s, the NAACP was able to begin a legal 
campaign against segregation in education. This campaign was motivated 
in part by a documentary produced by Charles Hamilton Houston, Dean of 
Howard University’s Law School, in 1935. Houston’s documentary was 
called Examples of Educational Discrimination among Rural Negroes 
in South Carolina (Williams, 1987). The documentary portrayed the vast 
differences between public schools provided for Blacks and Whites. 
Whites were being educated in tidy brick and stone structures while Blacks 
were attempting to acquire their education in unheated cabins and tarpaper 
shacks. This pictorial contrast was strengthened by the statistics which 
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revealed that South Carolina spent ten times more educating Whites than 
Blacks. Other southern states did a little better-Florida, Georgia, 
Mississippi, and Alabama devoted five times more educating Whites than 
Blacks. This explicit contrast revealed the big hole in the “separate-but- 
equal” doctrine because it vividly illustrated that states were not providing 
equal public facilities to educate Blacks. Houston utilized this documentary 
as a teaching tool for his law students at Howard (Carson, et al., 1987 & 
Williams, 1987). 
Although his name was not well known, his efforts were extremely 
profound. In 1935, Houston was asked to lead the NAACP’s crusade 
against segregation. It appeared that the injustice of the separate-but-equal 
doctrine was more obvious at the higher educational level; therefore he 
decided to attack this level first. The attack began with law schools because 
Houston knew that judges, one time lawyers, would be able to identify more 
easily with cases that revolved around their profession. Houston teamed up 
with one of his brightest students, Thurgood Marshall, to launch this legal 
battle. Houston and Marshall won several cases which denounced the 
inequality at the higher levels of education. One of the most noted cases 
was that of Gaines v. The University of Missouri. Lloyd Gaines, a young 
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Black man was seeking admission to the all-White law school, the 
University of Missouri. The state refused to grant him admission and 
offered two alternatives: 
1. They would build a law school on the campus of the all-Black 
University, but it would take approximately two and a half years. 
2. They would pay the difference between attending an out-of-state 
school rather than an in-state school. 
Gaines lost his case in the Circuit Court of Boone County, but 
Houston appealed to the Supreme Court, which took two years to hear the 
case. During this appeal, Houston issued a demand for true equality, 
arguing that it would not be enough to simply call it a law school, but for 
the separate-but-equal doctrine to work, the schools would have to be truly 
equal in all aspects. The Supreme Court ruled in Gaines’ favor. He was 
entitled to attend the University of Missouri School of Law. The Supreme 
Court’s decision made it clear that states had an obligation to provide an 
equal education for their citizens, Black and White. The ruling insisted that 
States could not send Black students out of state instead of providing in¬ 
state facilities to educate them, and they could not ask students to wait 
while they built those schools within the state. 
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This ruling had extensive implications. If the state had to furnish an 
equal legal education to its Black citizens, then did the state also have to 
supply equal undergraduate colleges, high schools, and elementary schools? 
The question was not solely concerned with education; it also had 
implications for the integration of other public facilities--parks, hospitals, 
libraries, and so on. This was indeed a crack in the walls of segregation 
and would open the door to attack all levels of education and other 
govemmentally supported programs for the public’s welfare (Whelm, 1987 
& Williams, 1987). 
The fight for equality was moving forward. In many areas, patterns 
of discrimination were being tom but not destroyed. There was still no 
major victory. The time was at hand for a major advance, and it would 
have to be in lower levels of public education. Although Marshall and 
Houston had been successful in winning cases in higher levels of education 
by proving the states’ liability and unwillingness to provide equal facilities, 
much work was still needed. It was now time to attack the heart of the 
matter, the separate-but-equal doctrine itself, from elementary school up. 
The NAACP discovered a channel in the Brown v. Board of Education 
case through which to accomplish this mission. 
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Brown v. Board of Education was a consolidated case involving 
school segregation in four states and one in the District of Columbia: 
1. South Carolina: Briggs v. Elliott (98 S. SUPP. 529 D.C. S.C. 1951). 
2. Kansas: Brown v. Board of Education. Topeka (349. U.S. 294, 75 S. 
CT. 753, 1955) 
3. Virginia: Davis v. County School Board of Prince Edward County 
(103 F. SUPP. 337, D.C. V.A. 1952). 
4. Delaware: Gebhart v. Belton (32 DEL.CH.343, 87 A.2D. 862, 
1952). 
5. The District of Columbia: Bolling v. Sharpe fCERT. Granted 344 
U.S. 873, 73 S. CT. 173, 1952) 
The lead case, Brown v. Board of Education. Topeka, began in 1950 when 
Rev. Oliver Brown refused to have his daughter cross railroad tracks in a 
switching yard in order to attend a Black school across town, when there 
was a better school for Whites only in the neighborhood (Carson et al., 
1987). 
It was not the expectation of the NAACP’s legal team that they 
would acquire victory at the lower judicial levels for any of these cases. 
The strategy was to present powerful arguments to be later used during the 
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appeals process. As a result of the delay in hearing the segregation cases, it 
was believed the Court was stalling because it was not ready to deal with 
the diverse and complicated issues. In June, 1952, the Court announced 
that it would hear Briggs v. Clarendon County along with Brown v. Board 
of Education Topeka during its autumn term. However, on October 8, 1952 
just days before the court date, the court issued a postponement and said 
they had decided to include Davis v. Prince Edward County. This, of 
course, caused a tremendous amount of anxiety for Marshall and other 
members of the legal staff. They now had three cases to be heard and only 
two months to prepare. With only a few weeks left before the trial was to 
begin, the Court added two more cases: Bolling v. Sharpe and Gebhart v. 
Belton. All five of these cases were consolidated under the name of the 
first case the Court had decided to hear—Brown v. Board of Education 
Topeka. Justice Tom Clark explained, “We felt it was better to have 
representative cases from different parts of the country so we consolidated 
them and made Brown the first so that the whole question would not smack 
of being a purely Southern one” (Williams, 1987). 
The preparations were massive and on December 9, 1952 the case 
was heard. Every seat in the court was filled with spectators and at least 
32 
four hundred more people lined the corridors seeking admission. The court 
now had an array of arguments to decide the critical question of the 
constitutionality of segregated public schools. The arguments continued for 
three days. No clear victors emerged, but records of private discussions 
indicate Chief Justice Fred M. Vinson was the first inclined to rule against 
ending segregation. On December 11, 1952 the Court convened to 
consider the evidence. Their deliberations dragged on and finally the 
Justices delivered a list of questions about the cases and the Fourteenth 
Amendment to both sides. There was a nine month period of silence from 
the Justices. In September, 1953, Chief Justice Vinson died of a heart 
attack, which left the Court without a Chief Justice for a month. President 
Eisenhower appointed Earl Warren as Chief Justice. In December 1953, 
one year after hearing the first oral arguments, the Court had the attorneys 
respond to the questions (Williams, 1987 & Carson et al., 1987). 
Warren decided that there would have to be a unanimous decision on 
this issue. It was clear in his mind that a divided decision would make it 
extremely difficult to implement. Warren had a difficult time securing 
unanimity. According to George Mickum, Justice Stanley Reed’s clerk, 
Justice Reed wanted to write a dissenting opinion. A deal was struck 
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between Reed and Warren. Reed would not dissent if segregation would be 
dismantled gradually rather than all at once (Kluger, 1975). 
On Monday, May 17, 1954, Chief Justice Earl Warren read the first 
major ruling since he joined the high court. According to Warren, the Court 
could not determine whether Congress intended segregation to end under 
the Fourteenth Amendment. Regarding, the separate-but-equal doctrine, 
Warren noted that it was written in 1896, and44 we must consider public 
education in the light of its full development and its present place in 
American life”. He continued, 
“Does segregation of children in public schools solely on the basis 
of race, even though the physical facilities and other tangible 
factors may be equal, deprive children of the minority group of 
equal educational opportunities? We believe it does...To 
separate them from others of similar age and qualifications 
solely because of their race generates a feeling of inferiority as to 
their status in the community that may affect their hearts and 
minds in a way very unlikely ever to be undone. 
We conclude, unanimously, that in the field of public education 
the doctrine of ‘separate but equal’ has no place. Separate 
educational facilities are inherently unequal.” (Williams, p. 34, 
1987). 
The Brown v. Board of Education decision made it explicitly clear 
that the doctrine of separate-but-equal had no place in public education. 
The court essentially threw out the separate-but-equal clause; thus, 
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removing the legal shelter for racial segregation. Any actions on the ruling 
were suspended for a year in order to provide time for the court to examine 
means of effective implementation. 
In the decision, the Court invited the attorney generals of the states 
involved to prepare arguments concerning implementation methods for 
desegregation. On May 31, 1955, after hearing the various suggestions and 
plans, the Court handed down a supplementary ruling which gave 
guidelines to the lower courts. This became known as The Brown II 
decision. Under the jurisdiction of district courts, the standard required a 
“good faith” start in the transformation from a dual to a unitary system 
“with all deliberate speed” (Carson et al., 1987) 
Blacks, rightfully, viewed the decision as a clear victory and 
movement towards the American mainstream. Many Whites, particularly 
southern Whites, were resentful and extremely angry. “With all deliberate 
speed became a snail’s pace,” and the decision was resisted by officials in 
the Southern States (Arrington, p. 1981). 
In May of 1955 the Supreme Court directed the federal courts to 
issue the necessary orders to admit students to public schools on a racially 
non-discriminatory basis. This method would hopefully reduce the degree 
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of problems which were imminent as a result of desegregation (Ianniello, 
1965) By now the civil rights movement was in full swing and Blacks were 
energized and motivated by the fact that the legal system appeared to have 
finally awakened. 
The next 10-11 years known as the Civil Rights Movement marked 
an era of tremendous violence and social unrest particularly in communities 
throughout the south. Peaceful transitions in Atlanta, Dallas, New Orleans, 
and Memphis were overshadowed by violence in Little Rock, Arkansas and 
attempted circumvention of the law in Prince Edward County, where public 
schools were closed for four years rather than yield to desegregation. These 
acts of violence and boycotts caused and fueled by the supporters of White 
supremacy supported the importance of the Brown v. Board of Education 
decision. Educational issues had served as the catalyst for the movement, 
and an effective one at that. “Black Monday,” as it has been called by the 
southern segregationists, the day the Supreme Court ruled, in the Brown v. 
Board of Education case, ushered in many outstanding and memorable 
events in the quest for equality. (Chafe, 1980). 
It is apparent that education was at the heart of the civil rights 
movement and many victories for educational equality were won during this 
period. The movement produced a real awareness of education’s need for 
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national support and this was evident by the fact that funding in the US 
Office of Education rose from $700 million in 1963 to $3.3 billion in 1966 
(Cremin, 1988). We have clearly come a long way in the struggle for 
educational equality. Many lives have been lost and much blood has been 
shed, but it was required. Although much has been achieved, there is still 
much to be done. 
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Networking Among African American Females in Public School 
Administration 
Introduction 
An often quoted and written Equal Employment Opportunity statement, 
such as the following: 
“It is the policy of (whatever company or institution! not to discriminate 
against any employee or applicant for employment because of race, color, 
religion, sex, national origin, handicap, or political affiliation. The 
institution) shall take affirmative action to insure that 
applicants are employed and that employees are treated fairly during 
employment without regard to race, color, religion, sex, national origin, or 
handicap. Such action shall include, but not be limited to, the following: 
recruiting, employment, training, assignment, transfer, career development, 
and promotion of minorities, women, and handicapped will be addressed at 
all levels of employment...” (Springfield Public Schools Affirmative Action 
Plan, 5/22/87), 
contributes to the perception that there is equal access and opportunity in 
the professional world. Consequently, it is perceived that women settle in 
beside their male counterparts at the top. However, this perception has 
never been converted to reality in a noticeable way. 
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Female vs. Male Achievement and other Perspectives 
A few studies have statistically compared female achievement to male 
achievement. One of the most noted studies was conducted by Lewis 
Terman, professor of psychology at Stanford University in 1925. During 
this study, the achievements of intellectually gifted men and women from 
childhood through adulthood were analyzed. Termen found that from the 
first grade through college, women educationally equaled or excelled men 
in school. The girls did slightly better in language usage and the boys 
above age nine did slightly better in math. In summary there was no 
significant difference in the academic achievements between the sexes. The 
boys went on to achievements consistent with their abilities while the girls 
failed to live up to their perceived expectations. Only 48% of the gifted 
females were employed, and one-third of these held clerical jobs. Over the 
next half century, Terman’s findings stood unexplored and unchanged. 
Researchers continued to report the wide discrepancies in adult 
achievements between women and men. Professor Sally M. Reis from the 
University of Connecticut summed up the conclusion of many researchers 
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as follows: “In almost all professional fields and occupations, men have 
overwhelmingly surpassed women in both the professional 
accomplishments they achieve and the financial benefits they reap” (Walker 
& Mehr, 1992). 
The basic questions, which are fundamental to the struggle of females in 
administration, are the following: 
• Why are there lower female achievements? 
• How does the cycle of lower female achievement begin? 
• When does the cycle of lower female achievement begin? 
Lillian C. Woo, former executive director of the Center for Women in 
Education at the University of North Carolina, stated, “Women are 
distinctly underrepresented at the higher levels of the education profession ” 
There are two basic struggles that women encounter as they attempt to 
matriculate through the career path of educational administration: 
1. The old traditional values which suggest that the female’s place is in the 
home. 
2. The more modem value which espouses that the world is open to females; 
the sky is the limit, and they should go for it. (Woo, 1985) 
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There has been a tremendous amount of emphasis placed on the 
conflicts that women encounter. The Women’s movement has helped to 
make the current generation of women more cognizant of themselves and 
their potential endless opportunities in all facets of life. This has certainly 
yielded some positive benefits, but these messages have also created 
psychological and emotional turmoil for many American women. 
In 1979, the center for Women in Educational leadership at the 
University of North Carolina studied 450 top women administrators to 
ascertain vital information relative to women’s access to leadership roles in 
education. Additionally, the study was designed in such a way to acquire 
information on the myths and realities they faced in their daily lives. 
Unlike women in previous studies, these women did not think that playing 
dual roles of career woman and mother had affected their professional 
progress. The social scientists, who conducted the study, suggested the 
following remedies to help women make better use of their capabilities: 
• assertiveness training 
• support groups and networks 
• affirmative action mandates 
• better child-care-programs 
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flexible workdays 
It was recognized by the social scientists, who conducted this study, that 
women can achieve a great deal professionally. However, women have not 
yet fused the new values with the traditional ones. Thus, the internal 
conflict continues (Woo, 1985). 
Several years ago an in-depth study was conducted on 1,250 women 
ranging in ages from 19 to 92. All of these women were graduates of New 
York City’s Hunter School for Girls. Forty of the women were interviewed 
and they revealed some very provocative, enlightening , explosive, and 
distressing views relative to what they have achieved or have not achieved 
since graduation. Some of the women indicated that there were no 
problems relative to opportunities in the work place for women while others 
raged at the inequalities they encountered. (Mehr & Walker, 1992) 
These women pointed out four major obstacles they encountered as they 
climbed the ladder of leadership: 
• Playing Politics: 
Hunter women from all age groups indicated that they enjoyed hands-on 
work and resisted self-promotion and office politics. “Love the work, hate 
the politics,” was almost the universal theme. Eileen, a 1972 Hunter School 
graduate, who at age thirty-six has climbed the upper rungs of middle 
management in one of the nation’s largest food distribution companies said 
that she forced herself to become more political to get ahead. She also said 
the following: 
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“ Women will work fourteen, eighteen hours a day to get the best product, 
the business plan, the best whatever. That ‘best job’ aspect undeniably has 
to be there. In my opinion, professionally speaking, women all along the 
line have to be twice as good in the job as men. That’s a simple fact. Men 
can get away with mediocrity, women can’t.” 
• Isolated at the Top: 
Next to politics and self-promotion, these women cited isolation as an 
obstacle in the journey to top leadership. They continually indicated that as 
they got higher in the organizations, they became more and more the 
minority on staff. Ironically, this did not improve with female bosses. 
Several of the women indicated that they did not feel they could rely on 
women bosses to give them an organizational advantage. Carolyn, class of 
1970 an executive manager in a large resort hotel said the following, 
“Women can be worse than men when it comes to power trips, or at least it 
seems that way because you don’t expect it from a woman. When my 
female boss comes down the hall, the walls shake and employees quake. 
Screw up once, you’re warned, loud. Screw up twice, and you’re dead. 
Flexible hours to accommodate infant care--forget it. She’d laugh in your 
face. Yes, she runs a great hotel, and believe me, there aren’t very many 
women with a job like hers. But she goes for the bum.” This clearly 
supports the fact women in pursuit of success can also be caught up in 
competitive behavior. They maybe forced to look out for number one 
whether they intend to or not. One of the very cmcial comments that 
women made was “to protect our career we had to be careful about 
helping other women”. 
• Role Models, Mentors, and Networks 
Often, as they advance in their professions, many women feel that they 
must do it alone. Many of the Hunter women rejected the need to reach out 
for a helping hand. One of the graduates of 1950 emphatically affirmed, “I 
have done it alone by believing in me!” A vice president of an architectural 
firm from the 1940 graduating class concurred, “ I made it without help. If 
you are bright enough and persevere, nothing or no one can stop you.” I 
certainly can agree that strong motivation, perseverance, and determination 
are required for success in any profession. However, few, be it male or 
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female, climb to the very top without the approval and support of the people 
upstairs. 
• Breaking Through: 
Finally, these women indicated that they were often locked out of the top 
jobs. According to Elizabeth Dole, speaking as Secretary of Labor, “There 
can be little doubt that a woman or minority, no matter how well schooled, 
what their age, or how thick their portfolio, enters many business 
organizations with limited or no hope of reaching the top.” This is 
supported by a study conducted by Fortune Magazine in 1991. According 
to the study four thousand corporate heads were counted and only 19% 
were women. This statistic, unfortunately, is common in almost every 
profession including educational administration. (Mehr & Walker, 1992) 
In addition to stating the obstacles to making female leadership more 
viable, these women were asked for suggestions of what could and would 
help make the situation better, and some of those suggestions are delineated 
below: 
1. “I think a few more women will make it up there and they will open the 
doors.” (Emily, class of 1977) 
2. “When you get a large number of qualified women in the pipeline, 
that’s the way connections are made. Where the network gets big some 
will push up to the top.” (Sharon, class of 1973) 
3. “We’ve got to get back in their face and stir things up.” (Lauren, class 
of 1977) 
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4. “Opportunities will be increased only when companies begin to 
appreciate the benefits of hiring women and minorities. Instead of 
simply hiring in their own image: Whites hire Whites and men hire 
men.” (Eileen, class of 1972) 
As a result of analyzing the Termen study and the Hunter women, it is 
evident that there is a significant problem with women reaching the higher 
echelon on organizational charts in all professions. One of the most 
disturbing and ironic facts is that we ourselves are one of the major 
impediments to our success. We do not trust each other, we do not support 
each other, and we do not go out of our way to actively engage in making it 
better for females within our own organizations and ethnic groups. The 
reality of this fact is the catalyst for my focusing on networking among 
African American females in public educational administration as a 
doctoral topic. 
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African American Females 
The positive results that emanated from the Civil Rights Movement 
struggle should serve as motivation and encouragement for all African 
Americans. It is a true testimony to the fact unity yields positive results. I 
am extremely disturbed by the fact that the African American female 
population appears to have forgotten the struggle and are not allowing it to 
motivate them to be sensitive and willing to support one another in 
attempting to achieve the higher heights in the public educational 
community. The primary emphasis of this section is to highlight the fact 
that we, African American females in public educational administration, do 
not support each other. There is no meaningful successful network upon 
which we can depend. It is almost as though the STRUGGLE has been 
forgotten. 
As a result of my interactions with African American females, both 
professionally and socially, I am convinced that we are some of the most 
POWERFUL women in existence. We stem from a trail of Queens. 
Professional African American female business owners and college students 
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are among the fastest growing segments of the African American 
community. Balancing a demand of a career and a family life is proving to 
be a challenge that African American women are overcoming with 
considerable success. The latest data from the Census Bureau clearly show 
the impact of African American females in the professional and business 
arenas is increasing and will continue to do so in the years to come. 
The contemporary African American woman has been virtually ignored 
by general media and even the African American media tends to 
underrepresent the positive contributions made by African American 
women. We have made and are still making major contributions to society 
in a multitude of areas. (Walker and Mehr, 1990) 
Personally, I can emphatically say, “We have come a long way, but we 
have a long way to go.” A full generation after the women’s movement 
began, we have acquired many more African American males willing to 
assist; however, what is needed are more positive-minded African 
American men and WOMEN willing to share. 
There are many African American females in high-power positions 
today such as teachers, administrators, professors, deans, superintendents, 
college presidents, chancellors, doctors, lawyers, judges, mayors, authors, 
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singers, poets, architects, executives, and the list goes on. It is a guaranteed 
truth that most of them arrived at their positions in life with someone else’s 
assistance (Black Enterprise, October 1994). 
An Ebony article featuring Oprah Winfrey recently gave me inspiration 
and validation relative to the struggle of the African American woman 
today. (See Appendix 1) Oprah talked extensively about how your own 
people can demean you and engage in negative and destructive conversation 
about you. She reminisced on when she began her career and everything 
she did was criticized by other African Americans. Oprah said, “ The 
people would remark, “ Oh, she is hugging the White people too much; or, 
she goes to the White people in the audience too much; or she does not have 
enough African American guests on the show” fEbonv. July, 1995, p. 23). 
I can truly identify with this perspective from Oprah Winfrey, the most 
powerful woman in entertainment today, that we have a problem giving 
credit where credit is due. 
Medina Ali, a noted African American female, inspired me with an 
article she recently wrote in Sister Sister. Historically, according to her 
research, Black women have worked outside the home as a means of 
survival. It has been reported that one out of every two Black women are 
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employed outside the home. Currently, there are six million Black women 
working outside the home, and if the current trend continues, by the year 
2000, 8.5 million will be working outside the home. Black women 
represent the major sector of employment within the Black community. A 
Black woman can expect to spend 27.8 years in the work force. The sad 
commentary, however, is that Black women are the lowest paid subgroup in 
the country f Sister Sister. October. 1995; The Bureau of Labor, The Dept, 
of Labor, The Bureau of the Census, and The National Urban League). 
The statistics continue in an adverse fashion. Fifty-three percent of the 
working Black mothers live in poverty and spend an average of 16 years out 
of their seventy-four year life span without a husband due to divorce or 
separation. They are less likely to re-marry. Additionally, if they are 
married it is likely to be a union with a Black man who is not at parity with 
his White counterparts relative to position and salary. Consequently, the 
Black married woman becomes a major contributor to the livelihood of the 
family fSister Sister. October 1995). 
Over 50% of the Black women who are employed are in clerical and/or 
service occupations. During the past decade, retail sales workers, nursing 
aides, secretaries, cashiers, cooks, elementary school teachers, janitors, and 
49 
domestic workers have been the positions occupied by Black women. 
These occupations offered low pay, required little training and skills, and 
offered very limited opportunities for advancement. Black women make up 
less than 3% of the corporate management in this country. In 1990, 2.5% of 
the individuals who held positions such as lawyers, doctors, engineers, 
computer/system analysts, professors, business executives, registered 
nurses, and other professional jobs were women. Only 6.6% of those 
women were Black. Black women are more likely to be employed, have 
less education, earn less, and be heads of households than their White 
women counterparts. Black working mothers are three times more likely to 
live in poverty then White working women. tEbonv. August 1995; Sister 
Sister, October 1995). 
African American Females in Public Education Administration 
The previous pages pointed out some general statistics relative to African 
American females in all professions. However, as we move the focus to 
African American females in public school administration we can see a 
significant imbalance between the number of African American females and 
White females in the same profession. The following three charts will 
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graphically convey the geographical dispersions of females, males, and both by 
race. It can be seen that in large central cities the percentage of African 
American female administrators is equivalent to White female administrators. 
However, as you move across the spectrum to other geographies, the differences 
are startling. The differences between African American females and White 
females in administration range from 19% fewer African American females in 
rural communities to 30% in large urban cities. 
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The graph below clearly points out that White females have the largest 
number of public educational administration positions in all types of 
communities. The community in which there appears to be some level of parity 
is the Large Central City: White females equal 22.4% and Black females equal 
22.5%. 
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Figure 2.1 Geographical Dispersion of Female Public School 
Administrators by Race. 
52 
The graph below gives a clear picture of administrators by race with 
White males and females dominating this field: Whites equal 93.7%; Blacks 
equal 3.6%; Hispanics equal 1.2%; Indians equal 1.4%; and Asians equal .1%. 
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Figure 2.2 Geographical Dispersion of Male Public School Administrators 
by Race 
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The graph below shows the imbalance for males only with White males 
dominating. The type of community with a high percentage of Black males 
is the large central city where Black males make up 14.5% versus their 
White counterparts which make up 29%. 
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Figure 2.3 Geographical Dispersion of Female and Male Public School 
Administrators by Race 
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Networking 
The previous statistics explicitly point to the fact that African American 
females who are exceptions to the bleak conditions described above should be 
willing to mobilize and improve conditions for the next generation. Our 
forefathers and mothers fought hard and worked diligently laying the 
foundation upon which we could become successful. Their work ought not go 
in vain. As a result of being an African American female in the public 
education field, I am convinced that there is a need for a networking program 
among African American females. This network needs to have at least the 
following objectives: 
1. To diligently seek out African American women who are struggling to 
move ahead in public education and offer them assistance in their pursuit. 
2. To begin a program by junior high school for seeking out African American 
females interested in public education, and provide them with guidance, 
advice, and assistance. Additionally, provide them with a network that will 
be available to them through their college years and at the point when they 
enter the work force. 
Networking is not a new concept or idea; it has been in existence since 
the beginning of time in some form or another. There are many biblical 
accounts of networking. One that is vivid in my mind is the account that 
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The aforementioned are just a few examples of networking in action, 
supporting the fact that it has been around for a long time. African 
American networks come in a variety of forms, such as African American 
fraternities (Alpha Phi Alpha), or African American sororities (Delta 
Sigma Theta or Alpha Kappa Alpha). There are many African American 
professional organizations, alumni groups, and associations that can be 
considered African American networks. An analysis of these organizations 
will point to some levels of success toward helping segments of the African 
American people. (Fraser, 1994) 
It is impossible to talk about networking without at least mentioning one 
of the oldest networks in our country, “The Old Boy Network”. The Old 
Boy Network is an unwritten methodology, practice, or tradition used by 
those in control to manipulate the selection processes for important 
positions, roles or undertakings, which selectively removes people not of 
the same race and gender who do not hold the same or very similar ideals, 
values, beliefs, and characteristics, both personally and professionally. 
(Duncan, 1990) This network is generally composed of White males, and it 
is visible in almost every community in this country. This is one of the 
networks in this country that has been successful and can be given the credit 
57 
for keeping many qualified minorities out of meaningful positions in both 
private and public arenas. 
Dr. Alvin Poussaint, Harvard psychologist and expert on African 
American families stated, “Networking helps people share psychological as 
well as political and economic interests, and it provides the sense that 
someone cares and is willing to help, easing the feeling that a Black person 
is alone and at the mercy of an institutionalized White system that might be 
overtly or covertly against him or her.” (Fraser, 1994, p.35) 
The rapidly expanding economic power of networking among African 
Americans is noticeable to the White establishment. Working together, 
African Americans are forming pools of capital and new opportunities that 
are helping in overcoming traditional barriers to success. This can be 
demonstrated through the acquisition of Beatrice Company’s international 
food business in 1987 by African Americans, which created the largest 
African American owned business in the country. There are other accounts 
of successful business ventures as a result of networking (Fraser, 1994). 
From 1972-1992, the number of African American owned businesses 
grew enormously in this country. In 1971, the top one hundred African 
American owned businesses in this country had combined revenues of $473 
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million with individual companies averaging between one to forty million 
dollars. The African American enterprises have grown not only in 
revenues, but also in diversity. These businesses are no longer limited to a 
few niche markets; they have expanded into manufacturing and high tech 
industries on a global basis. African Americans generate three hundred 
billion dollars each year. We represent the fourteenth largest economy in 
the industrialized world (Fraser, 1994). 
It would be easy to continue dwelling on the positive strides that are 
characteristic of the business world, but as depicted earlier in this paper in 
figures 2.1-2.3 our African American females are not doing as well in the 
public educational administration arena. I am convinced that networking is 
primarily responsible for the gains that we see in business for African 
Americans, and as a result believe that the examples and the process used in 
this segment of African Americans should be repeated in educational 
administration for African American females. 
Delineated below are brief expressions by African Americans who 
believe in networking (Fraser, 1994): 
1. Alvin Poussaint, M.D., professor of psychiatry at Harvard University 
Medical School: “There is power and unity and strength in networking. I 
think networking is always relevant. And I think it is particularly relevant 
for Blacks because of our feelings of isolation”(Fraser, 1994, p. 61). 
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2. Frederick Douglass: “It is better to be a part of a great whole than to be the 
whole of a small part.”( p. 60). 
3. Caletha Powell, co-founder of the Greater New Orleans Black Tourism 
Network: “Networking is so important. Until we start working together and 
supporting each other and providing opportunities for our children, we will 
continue to be an endangered species. We absolutely must change our way 
of thinking about and dealing with each other as African Americans”. (p. 
88) 
4. Pat Fields-Davidson, a manager at AT&T: “Networking does work. I am a 
real witness to that” (p. 121) 
5. Julianne Malveaux, Ph.D., economist, activist, and syndicated columnist: 
“Networking must be mutual, and you have to be cognizant of the fact that 
if you are asking someone for his or her time, then you must approach that 
person in a manner that will make him or her want to do something for you” 
(p. 177) 
6. Armstrong Williams, owner and chief executive officer of The 
Graham/Williams Group, an international public relations firm in 
Washington, D.C.: “In having the determination to succeed, I was able to 
reap many rewards through networking” (p. 203) 
7. Tony Brown, the star of Tony Brown’s Journal, the longest-running Black- 
oriented program on public television: “No one, Black or White, succeeds 
on his own; you have to be part of a network, (p.210) 
8. Pat Roper Sanders, operator of the International Black Network Exchange: 
“I was bom to network. We are only in our third year and we are still 
operating on a fairly small scale, but we made $3.5 million off networking 
contacts last year” (p. 270). 
9. Earl Graves, Jr., senior vice-president of advertising and marketing for Earl 
G. Graves Publishing Co.: “You don’t have to be an entrepreneur to support 
Black entrepreneurs. All of us must support Black entrepreneurs because 
they are the ones who will employ Black people. They can make the 
greatest difference to the economic viability of the African American 
community” (p. 293). 
10. Booker T. Washington: “There are two ways of exerting one’s strength: 
one is pushing down, the other is pulling up” (p. 271). 
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Networking is essential to our overall personality and it is embedded 
within our character. This is demonstrated through the seven principles of 
the Nguzo Saba upon which the Kwwanzaa holiday is founded. Each of the 
seven days of the week-long holiday is devoted to one of these principles: 
1. Umoja (Unity): calls for togetherness and collective action in the family, 
community, nation, and ethnic group. 
2. Kujichagulia (Self-determination): commits us to defining and developing 
ourselves, instead of being defined and developed by others. 
3. Ujima (Collective work and responsibility): encourages us to labor together 
for the common good while each accepts responsibility for both successes 
and failures of the group. 
4. Ujama (Cooperative economics): promotes the concept of sharing wealth, 
talents, and resources for the common good. 
5. Nia (Purpose): calls for defining goals and motives in terms of what can 
best benefit the community and family. 
6. Kuumba (Creativity) commits us to building rather than destroying, positive 
action, and a continual search for new and fresh ideas with which to better 
our lives. 
7. Imani (Faith): invests us with belief in ourselves as individuals and as a 
people, and in our ability and right to control our own destinies. 
(Fraser, 1994, p. 109) 
There is no denial that we have racial and societal forces at work on us 
from the outside, but I am of the opinion that a significant portion of our 
problem is from within. This is especially true as I look at the African 
American females whom I encounter on a daily basis. It appears that we 
have lost sight of one of the basic reasons for living, to help others. African 
American females in the educational arena must rise to the occasion and 
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step outside of that shell of selfishness with a strong desire to share our 
talents and advantages with those less fortunate in our families, cities, 
states, and nation. This initiative must begin now and it must begin with 
our children. 
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CHAPTER 3 
DISSERTATION DESIGN AND PROCEDURES 
Interview Guide 
The interviews with successful African American women were 
extremely vital to this dissertation. I conducted structured interviews per 
the following: 
• Structured interviews were conducted with African American Female 
administrators in the Springfield Public School system. 
• Structured interviews with African American Females in Higher Education 
such as college presidents were conducted. 
• Structured interviews were conducted with other successful and influential 
African American females who are not in education, such as talk show hosts 
and actresses. 
These interviews were conducted at the convenience of each participant. I 
made myself available to conduct the interviews in the home, at the office, over 
lunch or dinner. The intent was to conduct the interviews in a relaxed environment 
to motivate uninhibited exchange of information and positive dialogue. The 
interviews lasted approximately one hour and were audio taped . There were 
sixteen questions asked. (See interview guide, Appendix D) 
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In addition to the structured interviews delineated above, I also interviewed 
a male urban public school superintendent and former deputy superintendent. 
These interviews were different due to the fact that they were the only male 
participants. The primary reason for these interviews was to ascertain from their 
perspective, as males in public education administration, their opinions relative to 
empowering African American females and whether or not they support each 
other. Additionally, both of these males were instrumental in hiring several 
African American females as administrators in their district, and they pointed out 
some of their reasons and some of the advantages and disadvantages. 
Participants’ identities have been kept confidential. Pseudonyms were 
used. Participants were asked to sign a release form, and they could withdraw at 
any time if they so chose. (See Appendix B) Additionally, participants were 
asked to provide demographic data. (See Appendix C) 
Design and Procedures 
The primary purpose for the interviews was to understand how these 
individuals achieved their current level of success. The questions were designed to 
ascertain information such as: 
• Their goals 
• Their strategic planning 
• The types of networking they utilized 
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• The major obstacles they encountered and how they dealt with those obstacles 
• Advice/recommendations they would give to others attempting to climb the 
ladder of success 
In addition to the questions, I attempted to share in detail my Networking Program 
for Young African American females with the interviewees and requested their 
assistance and sponsorship for the program. 
Data Analysis 
Interview results were tallied across the entire sample in the aggregate for 
each item. They were also separated by profession (i.e.: principals, college 
presidents, and other influential African American females). Relevant comments 
made during the general discussion segments of the interviews were recorded. 
Interviews were taped and transcribed. Transcriptions were read by the 
researcher and at least two others who were cognizant of the purpose of the study. 
Sections of each transcript were highlighted that added to the understanding of 
issues relative to African American female networks. These sections were 
appropriately categorized and included in the results of the study. 
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CHAPTER 4 
RESULTS AND ANALYSIS OF THE DATA 
Introduction 
This chapter provides a detailed analysis and summary of the data collected 
for this dissertation. The information in this chapter is segmented into three major 
parts: 
• General information regarding the school district where the participants are 
employed. (Note: Due to the commitment of keeping the interview responses 
confidential and the participants anonymous, it is also necessary to keep the 
school district in which the participants work anonymous. Therefore, the stated 
source for all of the school district’s data is the School District’s Research 
Department. 
• Specific demographic information about the participants 
• Detailed analysis of the responses to each question asked during the interviews 
Twenty-three African American females from various careers as follows 
were invited to participate in the interview: 
• one college president 
• one news anchor 
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• one talk show host 
• one writer and college professor 
• twenty public school administrators 
The actual responses to the invitations were as follows: 
• college president (declined) 
• news anchor (no response) 
• talk show host (no response) 
• writer and college professor (no response) 
• sixteen public school administrators agreed and participated (four declined) 
In summation, sixty-six percent of the invitees participated; however, it is 
important to note that overwhelmingly 80% of the public school administrators 
participated. I recognized during the early stages that the news anchor, talk Show 
host, and writer/professor were high profile individuals and the likelihood of their 
participation was extremely low. I am convinced that these individuals can 
provide vital input for the implementation of my Networking Proposal; therefore, I 
will continue to pursue them. 
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Data for the Participants’ School District 
This study was conducted through personal interviews with the sixteen 
African American female public school administrators who agreed to participate. 
All of the participants worked in the same urban school district located in New 
England. The school district has a total of 44 schools: (4 high schools, 6 middle 
schools, 31 elementary schools, and 3 alternative schools). The student population 
for school year 1995-96 was 24,422 broken down by school type as delineated in 
the table below: 
Table 4.1 Student Population by School Type 
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The student population or enrollment for school year 1995/96 was composed of 
72% non-Whites as depicted in the graph below: 
Hispanic 
9653 
White 
6868 
lisps 
J 
Asian 
489 
African 
American 
7412 
Figure 4.1 Student Enrollment for School Year 1995/96 
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The total employee population of the school district for school year 1995/96 
is 3,968 and the categorization by race, gender, and position is depicted in the table 
below: 
Table 4.2 The District’s Personnel by Race, Gender and Position 
Positions White M White F j AAM AAF Hisp. M Hisp. F Other M Other F Total 
Superintendent 1 1 
Supervisor 8 19 1 3 2 3 36 
Directors 6 4 1 1 1 1 14 
Grant Mgr 1 1 
Principals 14 17 2 7 2 3 45 
Asst. Principals 15 6 5 7 2 3 38 
Counselors 32 36 7 10 9 7 101 
Teachers 433 1358 32 139 67 156 4 15 2204 
Union Rep 2 1 3 
Assistant Teachers 2 1 3 
Teacher Aides 6 356 8 112 16 154 3 5 660 
Registered Nurse 14 14 
Practical Nurse 44 7 51 
Custodians 149 5 26 2 18 200 
Clerks 2 94 8 9 113 
Vision/hearing tester 8 8 
Cooks 33 1 .1. 1 36 
Assistant Cooks 1 6 1 2 2 12 
Cafeteria Helper 87 7 25 46 13 24 202 
School Traffic 26 65 5 4 1 2 1 104 
Non Bargaining 22 36 5 9 6 7 1 86 
Security 4 15 5 6 7 
Totals 806 2098 133 365 145 377 7 37 3968 
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A more detailed review of the table on page 3 reveals that 73% of the district’s 
personnel are female and 27% are male. (See the graph below) 
Figure 4.2 Male and Female Personnel Population in the District 
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The table also reveals that 73% of the district’s personnel are White and the 
balance 27% are divided among African Americans, Hispanics, and others as 
depicted in the graph below: 
Figure 4.3 Racial Distribution of Male and Female Personnel in the 
District 
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The data from the table on page 3 further indicates that 806 or 74% of the 1,091 
males employed by the district are White and the balance is dispersed across the 
other racial groups as depicted in the graph below: 
■ 133 □ 145 
□ White ■ African American 
□ Hispanic B Other 
Figure 4.4 Racial Distribution of Male Personnel in the District 
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According to the data from the table on page 3 there are 2,877 females employed 
by the district and 2,098 or 73% of them are White; the balance is distributed 
among the other racial groups as depicted in the graph below: 
Figure 4.5 Racial Distribution of Female Personnel in the District 
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There are 135 administrators employed by this district. Administrative 
positions for this district are the following: 
Position Number of individuals 
• Superintendent 
• Supervisors 
• Directors 
• Grant Manager 
• Principals 
• Assistant Principals 
one 
thirty-six 
fourteen 
one 
forty-five 
thirty-eight 
Over half of the administrators are female and. 68% are White; 20% are African 
American; and 12% are Hispanic. (See the graph below) 
□ White Males 
□ Af. Am. Males 
■ Hispanic Males 
□ White females 
II Af. Am. Females 
■ Hispanic Females 
Figure 4.6 Male and Female Administrators by Race 
65% of the 74 female administrators are White and the balance is dispersed among 
the other racial groups as depicted in the graph below: 
■ African 
American 
Females 
25% 
□ White Females 
■African American 
Females 
IS Hispanic Females 
□ Hispanic 
Females 
10% 
□ White 
Females 
65% 
Figure 4.7 Racial Distribution of Female Administrators 
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White females and White males monopolize the six positions categorized as 
administrator positions in the district. The highest ranking positions with the 
exception of the superintendent are monopolized by White males and White 
females as depicted in the graph below: 
P Superintendent 
0 Supervisor 
■ Directors 
II Grant Mgr. 
0 Principals 
■ Asst. Principals 
Figure 4.8 Analysis of Participants’ Occupations by Race 
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Comparison of the District’s Student and Personnel Population 
As a result of combining the Student population data and the personnel 
population data for this school district the following is noted: 
Personnel Students 
□White 
■African American 
■ Hispanic 
■ Asian 
□ Other 
Figure 4.9 District Personnel vs. District Student Population by Race 
Figure 4,9 and the statistics explicitly point out the significant imbalance between 
the personnel and the students relative to race when 73% of the personnel is White 
and only 28% of the student population is white. 
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The comparison between student population and administrators is similarly 
imbalanced as depicted below: 
Figure 4.10 District Administrators vs. Student Population by Race 
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Personal Characteristics of the Participants 
The personal characteristics of the participants, their educational 
accomplishments, their employment status and other pertinent information is 
discussed through the use of frequency distribution of the data. Some of the 
information will be depicted graphically to provide a more explicit summation. 
Summary of Ages 
Approximately 70% of the African American females interviewed are 10 to 
14 years away from retirement age (62). (See the graph below) 
51-65 
46-50 
41-45 
36-40 
31-35 
25-30 
0123456789 
Figure 4.11 Summary of Participants’ Ages 
This data and the statistics are important because it implies that the school district 
will have a depletion of African American females in administration unless a 
program is implemented which motivates teachers to prepare for advancement. 
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Participants’ Marital Status 
The graph below indicates that 75% of the participants were married: 
Widowed 
Divorced 
Single 
0 1 23456789 10 11 12 
Figure 4.12 Summary of Participants’ Marital Status 
Participants’ Number of Children 
Approximately 63% of the participants had two or more children. 
However, over 50% had two children. (See the chart below) 
5 or more 
4 children 
3 children 
2 children mmm 
1 child . _ 
0 children 
.:.-i pum 
0 2 4 6 8 10 
Figure 4.13 Participants’ Number of Children 
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Participants’ Occupations 
The majority of the participants (76%) were principals and assistant 
principals. Only two of the participants had risen to positions higher then 
principals and assistant principals. The other two participants held positions that 
were at parity with the principals and assistant principals. (See the graph below) 
Figure 4.14 Breakdown of Participants’ Occupations 
82 
MgHSipan^B^ffrg^fES^ieiiceiii CurrentPosition and/orAdminfstratid^ 
Over 68% of the Participants have been in their current positions or a 
previous administration position for 0-6 years as indicated by the graph below. 
Only one of the participants has been in administration in excess of twelve years. 
Figure 4.15 Participants’ Years of Experience 
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Highest Degree Earned by the Participants 
All of the participants had acquired more than a Bachelors Degree. Eight of 
the participants had achieved a Masters Degree and only three or 18.75% had 
achieved a Ph.D. or an Ed.D. (See graph below) 
Bachelor Masters CAGS PhD/EdD 
s 
Figure 4.16 Highest Degrees Earned by Participants 
Participants Currently Enrolled in Higher Education Courses 
Over 60% of the participants were not currently enrolled in higher 
education courses. This was somewhat shocking in light of the fact that only 
18.75% of the participants had already acquired a Ph.D. or an Ed.D. The majority 
of the participants were not preparing for a higher career level. However this may 
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be attributed to the fact that 68.75% of the participants were 10 to 14 years from 
retirement age as pointed out earlier. 
Participants’ Short Range Goals 
The short range professional goals for each participant is delineated below. 
(Short range goals are considered to be one to three years) 
1. Take courses to maintain certification. 
2. Continue taking courses to improve skills in administration. 
3. Acquire Ph.D. 
4. No response 
5. Continue to grow in profession 
6. Continue as is 
7. To increase the number of African Americans pursuing degrees and positions 
in counseling (guidance). To mentor promising staff so as to increase the 
number of appropriate individuals that will pursue careers in the administration 
area of guidance and counseling. 
8. Continue as a principal 
9. Acquire Ph.D. and complete seven years in current position 
10. Continue as an assistant principal and continue to work on Ph.D. 
11. Improve skills as a leader 
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12. No response 
13. Publish a book and continue education 
14. Present a course for perspective teachers--bi-lingual education/language 
acquisition 
15. Continue on current path 
16. Complete Ph.D. 
Participants’ Long Range Goals 
The long range professional goals for each participant are delineated below. 
(Long range goals are considered to be three to five years and beyond) 
1. Same as short range 
2. Maintain principalship and oversee renovation 
3. No response 
4. No response 
5. Retire after a successful career 
6. Continue as is/ retire 
7. Keep current in the field to provide effective support and leadership for staff 
and the system 
8. Retirement 
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9. Send out current resumes and secure another position 
10. Possibly become a principal and complete doctoral program 
11. Teach on a college level 
12. Principal/Supervisor 
13. Retire and write about experiences and successful techniques used with 
students 
14. Continue research in second language acquisition. Develop research 
concerning dialectical English and acquisition of written language 
15. Consultant--group dynamics, diversity, etc. 
16. Complete Ph.D. 
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It is important to note that the number preceding each response is the 
number of the participant; therefore response number 1 on the short term and long 
term goal was made by the same participant. Table 4.3 summarizes the responses: 
Table 4.3 Summary of Participants’ Long and Short Term Goals 
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The responses to the short and long term goals indicate the following: 
• Six of the African American females will potentially leave the district within 
the next five (5) years through retirement or securing other positions. 
• Only two of them are planning to secure a higher position within the next five 
years, (both of these responses were long range) 
• Five of them are planning to remain status quo. 
«* Oily one of them is planning to ac§iveiy engage in njentoring/paving the 
way for other iWrican Americans to climb the ladder of success in the field 
’’ ^ of public education administration; 
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Participants’ Responses to the Interview Questions 
This section provides the most significant data that supports the need for 
African American female networks in public school administration. In this section 
the participants’ responses are presented in various statistical ways. This section is 
segmented by the questions delineated in the Interview Guide (Appendix D). 
I. Briefly Describe Your Childhood 
This question was utilized primarily to break the ice and open the lines of 
communications at the beginning of the interviews. However, the responses are 
very interesting and provide some very important background information about 
the participants. Due to the fact that this was a somewhat open-ended question, the 
responses are varied and delineated below are the categories that were derived 
from the responses: 
1. Geographical location of the participants during their childhood 
2. Participants’ household status, i.e.: single or dual parent family and number of 
siblings 
3. Family’s economic status 
4. Type of school participants attended during their childhood 
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Table 4. 4 Summary of Participants’ Geographical location during 
Childhood 
Geographical location Number of Participants Percent of Total 
City in which they now work 6 37.5% 
Another New England City 1 6.25% 
| l ..A'Southern ilillllll 4 25% 
Another Northern State 2 12.5% 
2 12.5% 
Transient (Military, etc.) 2 12.5% 
Total 16 100% 
It is interesting that the largest percentage (37.5%) of the participants were reared 
in the same community or city where they are now working. The above chart also 
shows that there are a lot of varied backgrounds among the participants, and this 
aspect certainly plays a major role in the varied responses. 
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Pafticipants^Household Status 
There are two statistical points that make up this response: The first one is 
whether or not the participants were reared in a single or dual parent household. 
Interestingly, 100% of the participants were reared in a dual parent household. 
This fact may have something to do with the participants excelling and achieving 
the status of an administrator. However, this should not be construed as a 
determining factor for career success. It is a proven fact that children from both 
single and dual parent households excel, but statistics point out that there is a 
larger percentage of successful individuals from dual parent households than single 
parent households. 
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The second statistical point is a comparison of the number of siblings that 
each participant had as indicated by the graph below: 
Figure 4.17 Participants’ Number of Siblings 
It is noteworthy that all of the participants had at least one sibling with the 
exception of one. Additionally, the highest percentage of participants had four 
siblings and one participant had as many as thirteen siblings. 
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Participants’ Families’ Economic Status During their Childhood 
This statistic was interpreted from general responses given such as: 
“During my childhood we were poverty stricken” Consequently, the responses 
were more general than specific and are not based on the actual economical 
formulas to determine economic status. (See the graph below) 
Figure 4.18 Summary of Participants’ Families’ Economic Classification 
during Childhood 
The above graph indicates that 81% of the participants were categorized as coming 
from a middle class family and none of the participants came from upper class 
families. 
Types of Schools the Participants Attended 
Fifteen of the sixteen participants attended public schools and one of the 
participants attended a private school. This corresponds with the statistics relative 
to the families’ economic status and also the number of children per family. 
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TT. Did you ever think you would ever make it this far, professionally? 
Figure 4.19 Summary of Responses to Question II (Did you ever think 
you would make it this far professionally?) 
As indicated by the graph above, 87.5% of the participants believed they 
would achieve at least the level of professional success that they have. Some of 
the responses that were categorized as Yes were more positive than others. Some 
of the direct responses are delineated below: 
• “I thought I would be further by now. If I had remained in my native country I 
am sure I would have been a principal by now.” 
• “Always, never questioned it” 
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• “I always wanted to be more than what my environment dictated I should be. I 
always wanted to be greater and knew I would have to work for it. As a result 
I have been a hard worker...” 
• “I expected to do well; I expected to be successful because I had role models 
who supported and reinforced this repeatedly.” 
• “Yes, I always wanted to be a teacher and subsequently a principal.” 
• “Yes, because we were reared with the mindset we could do whatever we 
wanted to.” 
• “This far and beyond” 
• “Yes, I thought that I could do anything I wanted to do. 
The one “No” response is below: 
“No, I was told that I was not college material because of my S.A.T. scores.” 
The one response that “I never thought about it” is below: 
“I never thought about making it this far professionally early on; I did not aspire to 
this profession. I graduated college before thinking about it.” 
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III. To What do you Attribute Your Success? 
Due to the fact that this was an open-ended question, the responses will be 
graphed and categorized according to the major themes ascertained from each of 
the participant’s response. Most of the participants identified several things to 
which they attributed their success; therefore, the graph below illustrates the 
number of times or the frequency that a major theme was given: 
Figure 4.20 Summary of Responses to Question III (To what do you attribute 
your success?) 
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Overwhelmingly, ten of the participants included a strong family in their 
response. It is noteworthy that there was only one response that included teachers. 
Additionally, only two responses included “help from others”. Some of the 
specific responses are delineated below: 
• “Commitment, family values, religion, Christian upbringing, strong will. Once 
I got over my low self-esteem I was able to move forward.” 
• “The priority in my family was education; college was expected. I enjoyed 
school because of friends and my follow-through.” 
• “To my parents because they were wonderful” 
• “My family, parents, sisters, and brothers” 
• “Hard work, determination, self-confidence, and the help of many people” 
• “Strong family, hard work, effort, determined to do something positive and 
make a difference for the family, my children, community, and children in the 
school system.” 
IV. Is racism prevalent in your work environment? 
This was a more finite question and 93.75% of the participants immediately 
said that racism was prevalent in their work environment. There was one 
participant that gave a conditional yes response; therefore, 100% of the 
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participants agreed that racism was prevalent. Due to the fact that this question is 
paramount to the study and there were some very interesting responses given, it is 
noteworthy to share all of the specific comments ascertained for this question: 
• “Yes, it is done in very subtle ways. I do not care where you go you will meet 
it [racism] as an African American. I overlook it and remind myself that I am 
here because of my ability and not the color of my skin. I never experienced 
racism until I was twenty-three years old and living in America.” 
• The Conditional Yes Response: “Not to the degree that it is overt and a 
hindrance.” 
• “It is prevalent in my life. As an administrator it is quite prevalent along with 
gender bias.” 
• “Sure, I am not consciously a part of it.” 
• “Sometimes, depending on the people being encountered.” 
• “Yes, this is a country that was built on racism, slave trading, and so on. I see 
it and am more tolerant of it due to my age.” 
• “I am the only African American in my department, YES” 
• “Yes, every day, Black people can never escape it.” 
• “Yes, I think all African Americans have to deal with that issue. Every African 
American in America has been impacted by racism is some way.” 
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• “Most definitely, especially by White males (The Good Old Boy’s Network)” 
• “Absolutely, racism and sexism. I constantly encounter people that resent the 
fact that I am Black and in a position of authority; it is compounded due to the 
fact that I have my P.h.D.” 
• “Yes, I do not believe that I would be treated the same if I were another race, 
(Anglo)” 
• “Yes, I think it is in all environments and it is prevalent here. Not only racism, 
but also sexism.” 
Three of the responses were “Yes” answers with no additional comments. It 
appeared as though the participants were all experiencing racism, and as indicated 
in the responses several of them had encountered or were encountering sexism as 
well. 
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V. Have you ever been a Victim of Racism? 
Almost 20% of the Participants did not affirmatively believe they had been 
victims of racism. The balance quickly responded with a YES answer. See the 
graph below: 
Figure 4.21 Summary of Responses to Question V (Have you ever been a 
victim of racism?) 
In addition to the statistical summation of the responses, most of the 
participants shared some very interesting commentary relative to incidents and 
theories that supported their responses and some of them are noted below: 
• “ Once because of my color or my foreign accent a principal attempted to 
prevent me from getting another job.” 
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• “ Of course, varied situations. People have sorted and selected me because of 
race. Note: this participant refused to share specific examples. 
• “Yes, but it has not held me back. I interviewed for a number of positions 
through the years and was told that the position was given to the best person for 
the job. I was often told I interviewed well and met the requirements but was 
just not the best person for the job.” 
• “Yes, several White males accused me of racism and actually filed formal 
complaints. The complaints were dismissed.” 
• “Absolutely. Yes, I have been, I continue to be, and I will die a victim. There 
were times when I was not allowed to excel even with the paperwork in hand 
and the proper credentials. I was not given the opportunity to utilize what I had 
acquired.” 
• “Probably, when I was attempting to become a counselor I had to apply ten 
times before I was awarded a counselor’s position. I had to prove myself for 
fifteen years as a counselor to get where I am now. I think there are others who 
did not have to meet the same standards.” 
• “Yes, teachers reported to the superintendent that the principal was too Black.” 
• “Everybody has.” 
• “ I do not consider it as a victim because I refuse to be a victim. Maybe from 
someone else’s perspective.” 
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• “The things that have happened are not out front. The racism actions are 
couched differently by not inviting me to participate in certain activities and 
functions. I have encountered annihilation from certain activities.” 
• “I never really thought anything happened to me due to my race because of 
having a background from a foreign country. I never had a problem with it.” 
• “I feel racism is prejudice plus power; without the power racism can’t come 
into play. I was certified in administration by this state 10-15 years ago and 
was unable to get an administration position in this district until recently. I 
think it was due to racism. I have encountered it with teachers, higher officials, 
and individuals on my level. It has played a major part in keeping me where I 
am. 
• “Yes, I was a statewide district manager for an international company and was 
next in line to be promoted as an area manager. Unfortunately, my White 
female boss was not supporting it; she began a full time campaign to ensure 
that I would not get the job by sabotaging my work.” 
• “Yes, I have been mistaken for a secretary and disrespected by both Black and 
White parents.” 
• “Yes, mostly while pursuing my Ph.D. at one of the city institutions.” 
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Additionally a statistical contrast can be drawn between the last two questions, see 
the table below: 
Table 4.5 Contrast of Responses from Questions IV and V 
IV. Is Racism Prevalent? V. Have You Ever Been a Victim of 
Racism? 
Yes 15 Yes 13 
Conditionally Yes 1 Maybe 1 
Did not perceive it as being a victim 1 
No 1 
The above table illustrates that all 16 participants indicated that racism was 
prevalent within their work environments, but three of them have never been 
victims of racism or at least their answers had some doubt or special caveats. 
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VI. Describe as you climbed the career ladder, African American female or 
male supporters you had. 
This question specifically asked for African American male or female 
supporters and the following graph illustrates the responses: 
Figure 4.22 Summary of Responses to Question VI (Describe as you climbed 
the career ladder, African American female or male supporters 
you had.) 
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It is clear from Figure 4.22 that 44% of the participants did not list either African 
American females nor African American males as supporters. However, those 
participants did provide an answer that indicated their supporters and the graph 
below is a more detailed analysis of the responses: 
Figure 4.23 Detailed Summary of Participants’ Supporters as they 
climbed the career ladder 
It is interesting to note that more than twice as many of the participants indicated 
that they received substantial support from males versus females. Additionally, 
11% of the participants indicated that their supporters were African American 
males, and during the specific commentary it was ascertained that almost 50% of 
the participants had been supported by the same African American Male. Some of 
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the specific responses, as on previous questions were very interesting and are 
worth noting: 
• “Men have been more supportive then women; White males have been 
helpful.” 
• “White female support always; I have never had an African American female 
supporter.” 
• “I did not have any support. I am self-made. I can’t identify one African 
American person who has been a supporter or who pulled me up.” 
• “One African American male who was very supportive.” 
• “I had support from both sides.” 
• “I think no one achieves anything alone; family, other people; other races....” 
• “My family only. I have had people who have worked against me. A lot of 
politics have been prevalent in my own race. A Black administrator who had 
the power and ability to help told me that...Such a person is owed a job and 
after they get their job then you will come in line; your number will come; 
there is a list and you are on the list.” 
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VI1. Describe the kind of network you have now and how well it works. 
The responses to the first part of this question have been categorized into 
six major categories as delineated in the table below: 
Table 4.6 Participants’ Types of Networks 
Categories Number of Responses 
\ Specific Individuals 4 
Non-Educational 1 
Sororities 2 
Other Administrators in the district 2 
Other African American females in 1 
the district 
None 6 
As the table indicates, only one of the participants said that they had a network 
with other African American females in the district. Additionally, 37.5% said that 
they did not have a network. The following specific responses will shed some 
additional light on this question and it will also address Part two (How well do 
they work). 
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• “Two female administrators for opinions, suggestions, advice and judgment. 
No real female networks.” 
• “I am a family type person; therefore, a lot of time is spent with the family and 
have strong church affiliations. Not a lot within the professional realm.” 
• I do not know if I have a network. I joined an all white female league service 
group during my earlier career and I think it was rewarding.” 
• “I have African American sisters networking with me who have recently been 
promoted to administration.” 
• “Network of principals and others in the central office” 
• “I do not have one.” 
• “My network is primarily through the business community.” 
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VIII. Are you aware of any African American networks in vour field? 
No 
62% 
Figure 4.24 Summary of Participants’ Awareness of African American 
Networks in their field 
Figure 4.24 summarizes the participants responses. Only 38% of them were 
aware of formalized networks in Public education. Their awareness was basically 
through something they read or heard from someone else. None of the participants 
indicated that they were members of the organizations of which they had some 
type of awareness. Additionally, some of the participants mentioned the fact that 
they were aware of these types of groups in other professional areas such as 
business. Note their specific responses to this question below: 
• “Nationally, yes. National Association of Black Administrators” 
• “Not aware of any, but I am sure they exist.” 
• “Not really. There was a time when there was an attempt to establish the 
Alliance of African American Educators in this district, but it ended up as a 
“gripe” session so it was short lived.” 
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IX. In your opinion will networking bring African American females closer? 
Figure 4.25 Summary of Responses to Question IX (In your opinion 
will networking bring African American females 
closer?) 
Figure 4.25 indicates that 62.5% of the participants believed networking 
among African American females in administration would bring them closer. 25% 
of the balance believed it but either had some reservations, conditions, or caveats. 
Therefore, only 2 or 12.5% of them did not believe that it would bring them closer. 
However, an interesting comparison is the fact that 87% of the participants 
believed that this was valuable and that it would bring them closer, but from the 
responses to question seven (Describe the kind of network you have now and how 
well it works.) it was clear that only 12.5% were involved with anything that was 
close to a network. Delineated below are some of the specific responses to this 
question: 
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• “No, because so many are not willing to take the barriers down.” This 
participant said she felt like an outsider because she was not a native New 
Englander. 
• “Not sure. There are so many issues we have but I know networking will 
facilitate effective communication between us and that will strengthen the 
relationship. Networking can be the stepping stone to building the relationship. 
I think relationship building is the ultimate goal.” 
• “Yes. Unless we begin to network we are going to lose the ground we have 
made...There is no need of us thinking we do not need each other or that we 
have gotten where we are by ourselves.” 
• “It should. I do not have a connection that looks at issues.” 
• “If they use it properly, I think it will. Everybody must have an open mind and 
a desire to help others.” 
• “Absolutely, it is like exhaling, it should give us a chance to sit, talk, share, 
communicate. I think African American networking can be a great resource for 
us all.” 
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• “It depends on the individuals. You have some African American females who 
are self-centered and in order for networks to be effective you have to come off 
of that self-centeredness and look beyond the “me” into the “we”. A level of 
confidence must be arrived at and maintained.” 
• “Yes, it can if it is done in a positive direction with proper goals of becoming 
stronger and supporting each other as a means of sharing the different 
experiences. It could be a strong organization. It would be wonderful.” 
• “Yes, the more of us that are successful., the stronger we will be as a people. 
Our inheritance is going to be the education we have and we must pass it on.” 
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X. Do you view African American females in higher positions as a help or a 
hindrance? 
This question appeared to be the most difficult one for the participants to 
answer. One of the difficulties was the fact that there were literally no African 
Americans in higher positions within the district that they thought they could look 
to even though several of the participants were assistant principals (5) and several 
were principals (7). Theoretically, one would think that the assistant principals 
could at least look up to the principals for help in climbing the next rung on the 
career ladder. The graph below depicts the categorized responses: 
Figure 4.26 Participants’ View of African American Females in Higher 
Positions as a Help or Hindrance 
114 
In addition to the statistical summation of the responses depicted in figure 
4.26 delineated below are some of the striking responses: 
• “ They should, but I am not sure that it is not taking place. I feel that there is a 
bit of selfishness in all of us that prevents us from helping each other freely.” 
• “I do not know. There have been situations where African American females 
have been helpful to me in my professional/personal life. I can’t say in general. 
I do not know a lot of African American females in higher positions within my 
field.” 
• “Neutral: I have never asked for help. When I received my position two 
people called and congratulated me.” 
• “I have not paid attention; however, I absolutely see myself as helping others.” 
• “ I do not view them as a help. I know of one who was on the interviewing 
board for a position and could have had great influence in my behalf but did 
not help; instead was a hindrance. The few that were in position and could 
have helped chose not to. It is truly unfortunate.” 
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XI. Describe how African American females are treated in your professional 
organization relative to promotions and increased responsibility. 
Similar to question number ten, this one was also difficult for the 
participants to answer. Their responses are categorized in three general categories 
as depicted in the table below: 
Table 4. 7 The Treatment of African American Females in the Participants’ 
Organizations 
Category Number of Responses 
6 “ 
2 
7 
The number of participants that believed the current treatment of African 
American females in their organization was fair versus unfair was almost equal. 
However, as you will see from some of the comments below, many of them held 
the belief that this was the current state of affairs due to a relatively new 
administration. The following are some of the direct responses to this question: 
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• “Right now they are getting the breaks they have never dreamed of and the 
current district leadership is making a conscious effort to place African 
American females in administrative positions. I have been in the city for 
twenty five years, and I can think of only two African American females in 
these types of positions prior to this current regime.” 
• “Recently, several promotions. In years past very few African American 
females were placed in administration positions. People perceive us as weak or 
arrogant.” 
• More has been done by this current regime for African American females. 
• “I think they are currently treated fairly by the current chief administrator, but 
outside of him the stigmas still exist and we receive unfair treatment.” 
• “Generally, I do not believe they are treated as well as other groups. The 
expectation is for them to do more; it is difficult. Blacks tend to have to prove 
themselves all the time, and African American females in education have to do 
the same thing.” 
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“Treated like “Crap. Lousy” 
• “I started in 1984 as an assistant principal and there were just two of us. The 
“Good Old Boys Network” was very prevalent. You just had to sit on the side 
lines and eventually you would be called in as a substitute. However, with the 
advent of the recent regime things have changed and we are receiving better 
opportunities within the system.” 
XIL Have you seen positive results of Affirmative Action relative to 
promotions? 
The following table summarizes the responses to this question: 
Table 4.8 Participants’ View of Affirmative Action 
Category of Responses Number of Responses 
5 
Unsure 3 
No 8 
The information above indicates that 50% of the participants did not believe that 
there had been positive results of affirmative action within this school district. 
Note several of the specific responses below: 
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“I do not believe so. The Affirmative Action Coordinator has not fought for 
• “Yes many of us were given these opportunities because of the underlying 
requirements. I would take issue with any African American who argues 
differently.” 
• “ I do not think so. Policy exists but I do not think that is the impetus for more 
African American females receiving the positions. 
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XIII.- Describe/contrast your communications with males and females. 
The overwhelming response to this question was “no difference”. In 
essence 68.75% of the participants said that they communicate equally as well 
with males and females. See the graph below for the additional responses: 
No difference 
69% Better 
w/males 
25% 
Better 
w/females 
6% 
El Better w/males ■ Better w/females □ No difference 
Figure 4.27 Comparison/Contrast of Participants’ Communication with 
Males and Females 
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IXV. Would you prefer to work for an African American female or male? 
Similar to the responses for the previous question the majority of the 
participants indicated that they had no preference (56%). See the graph below for 
the additional responses: 
Figure 4.28 Participants’ Preference of Working for African American Males 
or Females 
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XV. Would you prefer to work for a male or a female? 
The responses to this question was likewise “no preference” (62.5%). See 
the graph below for the additional distribution of the responses: 
Responses Male Female No 
Preference 
Figure 4.29 Participants’ Preference of Working for a Male or Female 
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A Combined Analysis of the Responses for Questions XIII-XV 
The categorizations for these three questions are very similar; thus making 
it easy to compare the answers graphically: 
□ No difference ■ No preference QMale Dfemale BAF. AM Male (SAF. AM. Female 
12- 
10- 
8 
6 
4 
2 
Question XIII Question XIV Question XV 
Figure 4.30 Combined Summary of Responses to Questions XIII-XV 
The “no difference” and “no preference” responses are almost synonymous; 
additionally, the combination of African American male and female with male and 
female, respectively can be analyzed together to depict the participants preference. 
Therefore, the following can be drawn from the statistics presented in figure 4. 30. 
• 62.5% of the total responses to these three questions had no preference working 
for a male or female; no preference working for an African American male or 
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African American female. Likewise, there was not a real difference between 
their communications with both sexes. 
• 29.16% of the total responses for the three questions indicated that the 
participants communicated better with males then females and that they would 
rather work for males then females. 
• The balance 8.3% preferred to work for females than males and they 
communicated better with females then they did with males. 
The following are some of the specific responses to Questions XIII-XV from 
which the above data was ascertained: 
Question XIII: 
• “Good with both. I am a people person and can communicate with them both 
well.” 
• “There is no difference. I manage it either way.” 
• “I prefer communicating with males because it appears to be a non-competitive 
or non-threatening situation.” 
• “Much easier to communicate with men...” 
• “I believe that I interact most effectively with my male counterparts. Due to 
my aggressive nature, I am often perceived by females as too assertive.” 
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Question XTV: 
• “African American males or males, period.” 
• “I do not have a preference but believe that I could develop a friendship with 
an African American female boss because of the things we have in common.” 
• “I prefer to work for an African American male. Females are often 
condescending to each other and they look down on each other.” 
• “ Color and gender does not matter; I just want to be treated equal and fair 
based on my content.” 
• “No preference, but I believe any male can get more work out of people than a 
female can.” 
• “African American females. You are able to find things in common and they 
are supportive and loyal.” 
“ An African American male because of my aggressive personality; it enables me 
to communicate effectively—I am not competing.” 
Question XV: 
• “ Definitely a male. I worked for females for twenty one years, but when I 
started working for a male I thought I had died, went to heaven, and came back. 
Females are grudgeful, gossipers, and often hold things against you.” 
• “No preference. Both have limitations and assets.” 
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44 No preference as long as they are fair.” 
XVI. Would you prefer to work for a non-African American 
The 44no preference” response for this question is just barely the 
predominant answer (43.75%). See the graph below for the distribution: 
Figure 4.31 Participants’ Preference of Working for a Non African 
American 
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Summary of the Data Analysis 
As a result of analyzing the data ascertained from the participants, the 
researcher is more convinced of the following: 
1. Racism is a factor in determining who receives administration positions within 
public education. 
2. There is a significant imbalance between the number of African American 
females in public education administration and their White counterparts. 
3. Barriers exist within the African American female population of public school 
administration which impacts the number of African American females 
receiving administration positions, adversely. 
4. African American females do not support each other well in public school 
administration. 
5. There is a dire need for an innovative networking program to bring African 
American females into public education and support them through the various 
career phases up to administration. 
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A comparison, between the data introduced in figures 2.1-2.3 and the data 
introduced in this chapter from pages 74-77, supports very clearly the assumption 
that there is a significant imbalance between African American administrators and 
White administrators, especially female. The table below compares the national 
statistic with the district’s statistic of administrators by race and gender: 
Table 4.9 Comparison of the Percentage of African American Administrators 
to White Administrators Nationally and District-Wide 
Category National Statistic Participants’ district Statistic 
' .V. ' .V 
| 93.7% 68% 
Jfrican American | 3.6% 20% 
Other! 
i—iMMi 
2.7% 12% 
liiiilillliliilllllll 
100% 100% 
The above chart shows that there is a significant difference between the percentage 
of White administrators to African American administrators. The national statistic 
was derived from the data for mid-size urban districts which is the correct 
categorization for the district that was utilized in this study. 
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The table below is a comparison of the African American females to their 
White counterparts utilizing the same data points and assumptions as Table 4.9. 
Table 4.10 Comparison of the Percentage of African American Female 
Administrators to White Female Administrators Nationally and 
District-wide 
Category National Statistics Participants’ district’s 
statistics 
Wtiite'Fmjjles 76% 65% 
African American Females 14.6% 25% 
Other 9.4% 10% 
100% 100% 
The data in the table above shows that there is an approximate 10% difference 
between the national statistic and the district’s statistic for the percentage of White 
and female administrators and the same for African American female 
administrators. This in the researcher’s opinion, indicates that the district is 
following the statistical trend of the nation and perhaps the new leadership within 
the district is the compelling reason for the statistical difference being as great as it 
is. According to the participants, there has been a recent emergence of African 
American females in administration due to the influence of the new regime. 
Chapter five will go into depth regarding the networking program and its need 
based on the data that was presented in this chapter. 
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CHAPTER 5 
SUMMARY AND CONCLUSION (PROPOSAL FOR NETWORKING 
AMONG AFRICAN AMERICAN FEMALES) 
Introduction 
The information presented in previous chapters explicitly supports the 
Researcher’s position that there is a dire need for African American females to 
form strong innovative networks in order to propel each other to the lofty heights 
in public education administration. The next few pages will summarize some of 
the previously discussed information and clearly point out its relevant support to 
this position. 
African American Females in Public Education Administration 
This section in chapter two along with its supporting statistical data 
highlighted the gross imbalance between African American females and their 
White counterparts in public education administration. It was reported that as a 
national average there were between 19% to 30% fewer African American 
females in administrative positions than their White counterparts. This, as pointed 
out earlier, spanned all types of communities from rural to large urban cities. It 
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appears that in previous years some strides have been made as a result of 
Affirmative Action and Equal Employment Opportunity legislation to close this 
gap. However, with the recent attempts to revoke or ban Affirmative Action in 
large states like California, we cannot completely rely upon the governmental 
interventions to solve this problem. We, African American females, must look 
deep within ourselves and utilize the success and examples of networking from the 
past (such as the African American educational struggle during the Civil Rights 
Movement) to motivate us to action so that we can “knit this together” with our 
own resources and pave the way for others to make it. 
Networking 
This section which was also presented in chapter two, was basically a 
testimony to the positive effects of networking as it was embraced by other 
professional organizations. It was pointed out in this section that networking was 
not a new idea but had been around for hundreds of years. In fact, there were 
inferences of networking in biblical times and certainly it was evidenced during 
the African American struggle to obtain the rights that were awarded by the 
Constitution. Many noted African Americans shared their positive views on 
networking in this section. One of the oldest networks was highlighted in this 
section, “The Good Old Boys’ Network”. This somewhat informal organization 
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has impacted many organizations, including public school administration. 
Remnants of its impact are visible today in many school districts. As pointed out 
by figures 2.1-2.3, approximately 94% of the administrative positions, nationally, 
are held by Whites. A closer examination reveals that in the large urban areas 60% 
of the positions are held by Whites; less than one third are White females and the 
balance two thirds are White males. Therefore, this “Good Old Boys’ Network” is 
still very much alive. The often quoted phrase, “Fight fire with fire”, comes to 
mind at this point. We must unify in this organization to bring about significant 
change. Standing alone behind our perceived shelters of employment and current 
positions of protection once we have arrived will not positively impact our national 
posture within public school administration. 
Chapter 4 utilized the data collected from a group of African American 
female administrators who worked in the same school district to highlight the need 
for African American female administrators to come together and help others. 
The first important point was highlighted on page 90, where it was noted 
that 73% of the personnel were White and only 28% of the student body were 
White. This was indeed the first indication that there was a significant imbalance. 
Furthermore, this pointed to the fact that the imbalance was not just within the 
administrative ranks. 
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Another important point was made by the fact that over 68% of the 
participants were ten to fourteen years from retirement age (page 91). None of 
these individuals had short or long term goals of preparing another African 
American female for their position (pages 96-99). These facts indicated that 
African American female administrators in this district were on a fast track to 
becoming an endangered species. It took many years, according to most of the 
participants, to acquire their positions, and it was as a result of the new leadership 
that many of them were awarded the positions. Others in this district desiring this 
career path may not have the benefit of this type of leadership. Consequently, this 
should serve as a clarion call to this community of public school educators to wake 
up and do something now. 
The next point from this chapter can be found on page 106. It was 
interesting that only 12.5% of the participants attributed their success to help from 
others. I think that this statistic would be very similar in other districts across the 
country. This is another indicator that a network should be established. 
It was explicitly clear from the responses to questions four and five as 
analyzed on pages 108-113 that racism still exists in this school district and plays a 
major role in upward career mobility. The positive results of a strong networking 
program could certainly offset some of the negative results of racism. 
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The next interesting point ascertained from the participants’ responses (see 
pages 114-116) was the fact that 44% of the participants said they did not have 
African American female or male supporters as they climbed the career ladder. 
Furthermore, only 13% indicated that they received support from other African 
American females. Ironically, 43% of them received support from African 
American males. This certainly supports the fact that African American females 
do not support each other well. Within this school district, as I am sure you will 
find in others, there is room for dramatic improvement within this area. 
The next noteworthy fact presented in Chapter Four was that only one of 
the sixteen participants reported that they had networks with other African 
American females in the district. Additionally, six of the sixteen responded that 
they had no network( see pages 117-119). This of course was a sad commentary 
because if the networks do not currently exist, then it will be very difficult to 
establish them. 
On a somewhat more positive note, the responses to question nine, as 
analyzed on page 120, pointed out that over 63% of the participants categorically 
believed that networking would be valuable, and another 25% believed it but had 
some reservations. This is a start and would lead the Researcher to believe that a 
school district of this nature is ripe and ready for some innovation in this area. 
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Proposal for Networking Among African American Female Public Education 
Administrators 
I have diligently thought about what I could do to become completely 
involved and to continue the networking in such a fashion that the “chain” will 
continue to get stronger and each “link” will get longer. It is my endeavor to reach 
the young African American females who have almost given up due to their 
current status in life. Additionally, I want to reach out to young African American 
females who are currently in a positive environment but need the support that 
veteran “Sisters” can give to make their plight and career climb easier. The next 
several pages will outline the program that I believe can and will make a difference 
among some of our young African American females in middle and high school. 
One of the major goals of the program will be for African American 
females who have attained lofty positions in educational administration to reach 
down and lend a helping hand to those who are attempting to climb. This program 
will help motivate young African American females to apply themselves so that 
they will complete school to be better prepared for the challenges of the real world. 
The first phase of the program would focus on school districts similar to the 
one used in this study. The program would be organized as a result of soliciting 
the help of African American female administrators within the school district. 
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Once these females have come forward and agreed to participate, their 
responsibilities would be as follows: 
• Each administrator would have to identify and select three to five African 
American female students within the district who are interested in public 
education as a career. This selection will be done through a consistent set of 
criteria. 
• Once the selection has been made, the administrator must meet with them on an 
individual basis and with their families to completely explain the program and 
get to know the program participant as well as their parents. 
• The administrators will follow up with their selected students throughout the 
school year, meeting with them frequently to discuss their academic 
performance and any other issues that may arise. The administrators will visit 
the various schools in which these girls are enrolled and meet with the teachers 
along with the parents. 
• The administrators will meet with all of their students in a joint meeting at least 
once a month to discuss issues relative to the field of education. 
• At the appropriate time, the administrators will provide guidance, advice, 
support, and so on to their students relative to selecting colleges, curriculums, 
and any other issues relating to their formal education. 
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• As these young ladies matriculate through their four years of college, the 
administrators will be available to support them in whatever ways necessary to 
aid them in completing college successfully. The administrators will search for 
doors of opportunity to share with their girls. The ultimate goal will be for the 
administrator to lead these young ladies to successful positions in public 
education and help them get on a fast track for administration. 
• Periodically, all of the administrators within a district will bring their students 
together for a joint meeting to allow these students to network with each other 
and provide an opportunity for the presentation of many topics on career facets 
within education. 
Finally, as these young ladies graduate from high school and go on to college, the 
administrator will be free to select a new set of female students to bring through 
the process. Additionally, the students that go through the process and 
successfully emerge as public school administrators will be invited to participate 
and bring others through. 
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Phase Two, In addition to the above, the program will sponsor summer 
camps for the girls that are participating in the program. These camps will be 
geographically located in areas where the networking program is in operation. The 
camp will be called African American Networking Camp (A-ANC). The intent 
will be to get the camps hosted by various community organizations such as 
churches, youth groups, Urban Leagues, and so on. This will provide the 
opportunity for community involvement and the staff for these camps will be 
strictly volunteers. Reference the appendix item number six (AANSC Participant 
Application). Please note that this application references a location for the first 
camp. This is a local church in Columbia South Carolina and the approval has 
been given by the leadership of the church to host this type of event. 
The aforementioned program will greatly improve the opportunities for 
African American females to matriculate up the career ladder in public education 
administration. It is my desire to implement this program in many areas of the 
country to combat racism within public education that is impacting the hiring and 
promoting of African American females. I am a firm believer in the scriptural text, 
“To whom much is given, much is required.” We have been given much by our 
Creator and forefathers; therefore, we must give something back to preserve and 
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strengthen our posture in public education administration. We, African American 
sisters, must continue knitting it together with our resources and abilities. 
Recommendations 
Each one of the elements discussed in this paper is extremely important in 
combating racism within the public school system. However, these are not the 
only elements that should be addressed. The recommendations should not just be 
written on paper and never acted upon; they must be aggressively executed in 
order to achieve the goal of reducing the racial tensions in our schools. 
In addition, there should be an aggressive program for educating faculty, 
staff, and the administration on issues of diversity and valuing differences. It is of 
utmost importance that these initiatives have an origin at the helm of the system 
and when progressive change can be seen at the helm, it will have a "trickle-down" 
effect into all of the other areas of the system. Finally, I would also propose that a 
neutral group of educators and/or other professionals perform periodical audits 
within the school system to determine if the recommendations that many people 
have worked extremely hard developing are actually being executed. A well 
written plan does not always ensure achievable results, but a well written plan that 
is appropriately executed will produce positive results. Our nation is in dire need 
of dedicated individuals and resources in this area, and we must come to the aid of 
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our children and their children by ending this dreadful problem as expeditiously as 
possible. Finally, if all of the previously discussed entities are handled correctly, 
we will be able to see and have our children educated in effective schools.. 
However, without hard work and dedication to the aforementioned areas and a 
concentrated effort at reducing and getting rid of the racism problems within our 
schools, this is only a dream and not a reality. 
I am convinced that the networking program is a key to resolving some of 
the results that are emanating from the problem of racism. I think that the young 
African American females need us, and the earlier we start working with them to 
effect change, the more effective we will be. I am motivated due to my 
experiences from youth through adulthood. I do not see the struggle for African 
American females to get ahead subsiding. It will take concentrated, innovative, 
dedicated support to effect change. 
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APPENDIX A 
EBONY LETTER (LETTER PUBLISHED IN EBONY IN 
RESPONSE TO AN ARTICLE RELATIVE TO NETWORKING) 
Doretha Pressey 
122 Chestnut St. 
Springfield, MA 01103 
July 17,1996 
Editor 
Ebony 
P.O. Box 690 
Chicago Illinois 60690-9983 
Editor: 
I was extremely appreciative and highly inspired by your article, “The Truth About 
Women’s Networks” by Lynn Norment in the June, 1996 edition. I am a young 
African American female public school principal and have had tremendous 
difficulty matriculating through the echelons of public school administration. 
Unfortunately, I did not have a strong network of “Sisters” to assist me in my 
endeavors. In many instances I have witnessed and experienced resistance by 
those African American women who possessed the ability to make it easier for 
others and me struggling to succeed in the education profession. We often hear 
of the “Old Boy’s Networks” and other Non-African American networks; it was 
refreshing to read about some positive African American female networks. 
Our success in the 21st century and beyond is heavily dependent on us so the 
stronger our networks, the more successful we can become. I am convinced that 
“Where there is Unity there is Strength.” It is my sincere hope that all African 
American women who read this article heard the clarion call to move away from 
selfishness and purposely seek out those that are in need of help around them 
and supply it. We should not look only for those adults but more importantly we 
should focus on our young women in elementary, middle, and high school so that 
we can help build a firm foundation for their success. 
Regards, 
Doretha Pressey 
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APPENDIX B 
RESEARCH PARTICIPATION CONSENT FORM 
“Combating Racism Toward and Among African American Females in 
Public Education Administration Through the use of Networking” 
You are being invited to participate in a research study designed to investigate the 
upward career mobility of African American females in public school administration. 
You are being invited on the basis of your academic achievement, your professional 
achievement, and your heritage. The purpose of the study is the following: 
• To ascertain concrete facts which will give credence to the theory that 
African American females do not matriculate through the echelons of public 
school administration as easily as their White counterparts. Therefore, there 
is a significant imbalance between the number of African American female 
administrators and their White counterparts. 
• To confirm, through personal interviews with powerful African American 
females, that networking is a must for our success in climbing the career 
ladder. 
• To acquire ideas and innovative approaches to establishing an effective 
networking program that begins with middle and high school African American 
females. 
The information ascertained from this study will assist African American females in 
public education as they puruse administrative positions. Although the study is focused 
on African American females in education, some of the basic principles and knowledge 
that will emanate from this study could assist African American females in other 
professions. Finally, this study will assist in establishing a “Networking” program that 
will help young African American females in middle and high school who are planning 
careers in public education. 
Your participation in this study would be greatly appreciated. As a part of the 
study, you will be asked to participate in a one-on-one interview with the researcher. The 
interview questions relative to the topic will be sent to you prior to the interview along 
with a general information form to provide some background information. All data 
received from this study will be compiled and analyzed in such a way that only summary 
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results will be given; no single individual will be identifiable. All information received 
during the interview will be considered strictly confidential and treated as such. 
It is the researcher’s belief that this may be a beneficial exercise to the 
participants’ growth as well, and you are encouraged to contact her to discuss this study. 
If you would like to discuss any aspect of this study please call, Doretha Pressey, (413) 
737-9240, or write 122 Chestnut St., Apt. #211, Springfield MA 01103. 
I understand why this study is being conducted, and hereby give my consent to 
participate in the research study as described above. I realize I can withdraw at any time 
if I so choose. 
Printed Name:_ 
Signature: _ 
Date: _ 
Please Indicate date, time, and place for the interview below (Note: this is at your 
convenience): 
Date: 
Time: 
Place:_ 
T elephone:_ 
(Note: your telephone number is requested so that I can confirm the interview twenty four 
to forty eight hours in advance) 
143 
APPENDIX C 
DEMOGRAPHIC DATA 
Please circle or fill in the correct response. 
Phone:_ 
Number of children:_ Your Age:_ 
Marital Status: Single Married Divorced Separated Widowed 
Race: African African American Hispanic Other 
Highest Degree held: HS BS/BA Masters CAGS PHD 
Are you currently taking any higher education courses? Yes No 
Major or Concentration:_ 
^Rent Occupation:_ 
Total years of experience in this occupation:_ 
What are your short range professional goals (1-3 years):_ 
What are your long range professional goals (3-5 
years):_ 
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APPENDIX D 
INTERVIEW GUIDE 
• Briefly describe your childhood. 
• Did you ever think you would make it this far, professionally? 
• To what do you attribute your success? 
• Is racism prevalent in your work environment? 
• Have you ever been a victim of racism in your professional life? Explain. 
• Describe as you climbed the career ladder, African American female or 
male supporters you had. 
• Describe the kind of network you have now and how well it works. 
• Are you aware of any African American networks in your field? 
• In your opinion, will networking bring African American females closer? 
• Do you view African American females in higher positions as a help or 
hindrance? Explain any first hand experiences. 
• Describe how African American females are treated in your professional 
organization relative to promotions and increased responsibility. 
• Have you seen positive results of Affirmative Action relative to 
promotions? 
• Describe/contrast your communication with males and females. 
• Would you prefer to work for an African American female or male? 
Explain. 
• Would you prefer to work for a male or female? 
• Would you prefer to work for a Non-African American? 
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APPENDIX E 
LETTER SENT TO OPRAH AND OTHER POWERFUL AFRICAN 
AMERICAN FEMALES 
Doretha Pressey 
122 Chestnut St. Apt. 211 
Springfield MA 01103 
April 14,1997 
Oprah Winfrey 
Harpo Studios 
Chicago Illinois 
Dear Ms. Winfrey: 
I am a young African American female currently employed as an assistant high school 
principal in Springfield, Massachusetts. In addition to my career and being a wife and 
mother of two wonderful daughters, I am currently a candidate for a Doctor of Education 
degree in Educational Administration at the University of Massachusetts. In an effort to 
complete the requirements for this post graduate degree, I am writing a dissertation 
entitled: “Combating Racism Toward and Among African American Females in 
Public Education Administration Through the use of Networking”. The major 
emphasis of this dissertation is to develop a Networking Program for African American 
females in educational administration beginning with middle and high School African 
American females who have aspirations for careers in this field. Consequently, I would 
like to interview you for the purpose of acquiring your perspective on African American 
females and how networking could help us be more successful as we move into the 
twenty-first century. The interview would last for approximately one hour. I am 
attaching a list of the interview questions and a consent form for your review. 
As a fan and admirer of yours, I am thoroughly convinced that you are concerned about 
our young females. Your participation in this study can and will make the difference for 
many young African American females and adults. Please give this request serious 
consideration and advise me of your answer soon. Your direct involvement in this study 
will be greatly appreciated and invaluable to the credibility of my dissertation. 
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Thanks in advance for your favorable response. If you have any questions or need to 
contact me for any reason, please do not hesitate to call me at 413-737-9240 (residence) 
or 413-787-7270 (office). 
Sincerely, 
Doretha Pressey 
Graduate Student 
Enclosure: Interview questions & consent form 
cc: Dr.Patricia G. Anthony 
Dr. Atron Gentry 
Dr. Mzamo Maugaliso 
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APPENDIX F 
AANSC (PARTICIPANTS’ APPLICATION) 
(Camp dates July 10. 1998 -August 6. 1998t 
Mail Completed Applications to: 
Dr. Doretha Pressey 
African American Networking Camp Director 
Family Life Center 
Columbia, SC 29208 
Name:_ School _ 
Permanent Address:_ 
Telephone:_ Date of Birth:_ 
Racial Identity:_ 
Provide your Educational History beginning with first grade: 
Crude Name of School Address of School Dates Attended 
1st 
2nd 
3rd 
4th 
5th 
6th 
7th 
8th 
9th 
10th 
11th 
12th 
(Note: Attach Report Card for current School year and a list of extra-curricular activities) 
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Tell about yourself; Circle your response or provide answers as appropriate: 
1. Can you Swim? Yes No 
2. Have you ever taken swimming lessons? Yes No 
3. Can you be away from home Sunday through Sunday? Yes No 
4. What are your favorite subjects?_ 
5. Have you ever attended camp(s) before? Yes No 
6. If your answer for # 5 is Yes Please provide the name(s); description(s); and date(s) of 
attendance. 
7. Do you have any dietary restrictions? Yes No 
If yes please describe in detail below: 
8. Please Provide the Name and Address of your Family Physician: 
Name:_ Address:_ 
T elephone:_ 
9. Please provide evidence of medical insurance; i.e.: a copy of the insurance card. 
10. In case of emergency who should be notified: 
Name:_ Relationship:_ 
Address:_ Telephone:_ 
11. Health History: 
Have you had any of the following: 
Sinusitis Yes No Asthma Yes No 
Rheumatic fever Yes No Ear infection Yes No 
149 
Epilepsy Yes No Tuberculosis Yes No 
Kidney disorder Yes No Heart disorder Yes No 
Severe abdominal pain Yes No Frequent fainting Yes No 
Frequent diarrhea Yes No Severe menstrual problems Yes No 
List any allergies:_ 
Have you had any major illnesses or injuries in the past year? Yes No 
(If yes Please explain in detail) _ 
Have you had surgery within the past three years? Yes No 
(If yes Please explain in detail)  
Please list and explain any restrictions of activity due to medical reasons: 
Please list any medications you are currently taking: 
Describe any psychological problems: 
12. What College(s) do you plan to attend? 
13. In one paragraph tell us what your future career aspirations are and briefly 
summarize how you plan to achieve them. 
The information provided on this application is true and correct to the best of our 
knowledge: 
_ _date_ 
(student’s printed name) (student’s signature) 
_date_ 
(parent or legal guardian’s printed name) (parent or legal guardian’s signature) 
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